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. STRUCTURAL DI FFERENTIATION , TECHNOLOGY , AND EMPLOYEE 
FRINGE BENEFITS : A MODEL OF FORMAL ORGAN I ZATION 
Abstract 
PAUL ERI C KRUEGER 
Thi s  study invest igated the extent to which the 
structural d i f ferentiation and the technol ogy o f  private 
industry organi z at ions were related to emp l oyee fringe 
bene fits in South,Dakota . Thi s  was accomp l i shed through 
·the development and test ing of a theoret ical framework 
and model which represented the modificat i on and 
synthes i s  o f  Max Weber ' s  theory of bureaucracy and Peter 
Blau ' s theory of structural d i fferentiation . 
Using a ma i l ed questionna ire , data were obta ined 
on measures o f  structural d i f ferentiation , t echnology , 
and employee fringe bene f its from a sample o f  the 
pop�l at ion of a l l  private industry organ i z at i ons in South 
Dakota which had 1 0  or more employees . The measurement 
of union i z at ion and environment were included i n  the 
modeled relat ionships to test the possibil i t i es for 
future research . 
Thi s  study establ ished empirical  support for the 
theoret ical framework and modeled relationsh ips between 
structural d i f ferentiation , technology , and fringe 
bene f its . More spec i fically , us ing univariate mul t iple 
l inear regress ion analys is , structura l di f ferentiation 
and technology were found to explain about ha l f  o f  the 
variation in dependent fringe benefits . The addit ional 
factors o f  unioni z ation and environment did not receive 
support in this study . 
Included in this study was the analys i s  o f  two 
subgroups o f  organi zations that were d i fferent in 
employee compos ition . One subgroup was represented by 
organi z ations that were composed of salaried 
· ( profess ional ) employees , with no hourly employees 
reported . The other subgroup exhib ited the oppos ite 
employment characteristics . When compared , the s a l aried 
subgroup exh ibited more structural d i f ferent iat ion and 
substantial ly expla ined more of the variat ion ( 6 1 
percent ) in fringe benef its than the hourly subgroup ( 2 3  
percent ) . This finding suggested further support for the 
associations developed in the theoretical orientation , 
where increas ing l evel s of bureaucrat i z ation , as  measured 
by structural di f ferentiation , were assoc iated with 
increas ing profes s i onal i z ation and fringe bene f it s! 
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CHAPTER I 
STATEMENT OF THE PROBLEM AND OBJECTIVES OF THE STUDY 
Introduction 
From the advent of the I ndustrial Revolution to 
the present day , there has been a continued i ncrease in 
the complexity of industry . This has been accompanied by 
the gradual d i splacement of blue-col lar workers with 
white-co l l ar workers , as more knowledge and ski l l  became 
necessary to operate the more compl icated organi z ations 
( Kerbo , 1 9 8 3 ) . By 1 9 5 6 , white-collar workers outnumbered 
blue in the United States ( Na isbitt , 198 2 ) . Soc iologist 
Daniel Bel l  coi ned the term " post industrial " in 
recognition o f  thi s  social change in American Soci ety 
( Tof fler , 1 9 7 0 ) . 
Bel l  viewed the Western world in trans it i on from 
industrial to post industrial society . Thi s  t rans ition 
was perceived to be wel l  under way , as evidenced by the 
change of emphas is in Western product ion from i ndustrial 
goods to postindustrial services. . Furthermore , thi$ 
emergent society was increas ingly rational i z ed to the 
extent that it was character i z ed by the increased use o f  
knowledge in the determinat ion of social acti on , the 
expanded profess ional i z ation of occupations , and a 
strengthening emphas i s  on " intellectual technology , "  
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wh�re rat iona l rules for problem solving took the place 
of intuit ive j udgments ( Paloma , 1 9 7 9 : 2 4 3 -2 4 4 ) .  
Max Weber ( 1 9 3 0 )  had also perceived the West a s  
having become increas ingly rationa l i z ed .  Thi s  
rat iona l i zation process was central to h i s  thes i s  o n  the 
emergence of Western c ivil i z ation , and was sa id to have 
favored the advance of bureaucrati zation in s oc ia l  
organ i z ations . 
In thi s  century , modern bureaucracy has g reatly 
expanded to become the dominant form of social 
organi z ation (Blau and Meyer , 19 8 7 : 1 0 - 1 1 ) . I t  
represented an hi storical benchmark ( Bendix , 1 9 6 8 : 2 07 ) , 
which gave our culture its distinctiveness ( Bensman and 
Rosenberg , 19 6 3 : 2 69 ) . 
Fringe Bene fits 
Assoc iated with the increased rational i z ation and 
bureaucrat i z ation o f  soc ial organ i z ation , employee fringe 
bene fits have recently emerged . Although Weber ( 19 68 : 
14 02 ) suggested that fringe benefits could functi on to 
bind employees to their organ i z at ions , it was not unt i l  
World War I I , and l ong a fter his death that benef its 
began their rapid increase . Benef its prior to 1 9 2 0 were 
rare to non-existent , l imited in scope , and provided to 
exceptionally few employees (Al len , 19 64 ) �  
Employee fringe benef its have increased steadily 
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in.recent years . Between 1 9 5 0  and 19 8 0 , the rate o f  
growth i n  benef its surpassed wages by 0 . 4  percentage 
points ( Alpert and Ozawa , 19 8 6 : 17 3 ) . In a 1 9 8 2  study of  
1 , 5 0 7  companies conducted by the u.s. Chamber o f  
Commerce , benef its represented a s igni ficant proportion 
of  compensation , with benefit payments averaging 3 6 . 7  
percent of  payro l l . Of this amount , 2 7 . 2  percent were 
for employer-provided benefits not mandated by l aw . The 
study further reported substantial variat ions among 
companies , ranging from 2 0  to 60 percent ( Beam and 
McFadden , 19 8 5 : 5 ) . 
The Employee Benefits Journal ( 19 8 7 : 3 8 ) reports 
that . fringe benef its have risen national ly to an average 
of 3 7 . 7  percent of payrol l in 1 9 8 7 , and were p roj ected to 
continue thei r  increase in the future . Furthermore , in a 
recent survey o f  a lmost 3 0 0  employers , the cost o f  
bene f its was reported to have risen to a point now 
equivalent to pro f its . 
Lack of Organi zational Theory 
There i s  no. theory of  organi zation that i s  
general ly accepted among sociologists to exp l a in and 
predict the growth and variation in employee fringe 
benef its . Rather ,  there are a divers ity o f  perspect ives 
regarding the nature , structure , and outcomes o f  
organi z ations that lack agreement . As a solut i on.to this  
problem ,  Gross and Etz ioni ( 1985 : 10 5 )  have suggested 
that the foundat ion for building a genera l theoretical 
framework existed in Weber ' s  theory o f  bureaucracy . 
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Bureaucracy , as used here , implied the technical 
usage of the term , rather than the popular , pej orat ive 
usage . Bureaucracy was the most rational ly e f f i c ient 
form of soc ia l  organi z ation used to reach a part i cular 
end , and was not characteri z ed in its Weberian ideal 
state by o f f icial blundering , buck-pas s ing , dupl ication 
of effort , or the wasteful a l location of resources . 
Because of its superior ef ficiency over other types of 
structures , bureaucrati zation became the modern syndrome 
of soc ial change in organ i z ations ( Bendix , 19 6 8 : 2 0 6 -
2 0 7 ) • 
Weber ' s  stress on structural d i f ferences in 
bureaucrat ic organi zations was adopted by Blau ( 1 9 7 0 )  in 
the construct ion o f  his middle range theory . o f  structural 
different iation . But Blau failed to subsume h i s  
formulation within a more general , expl anatory theory 
(Turner , 1 97 7 ) . Blau has acknowl edged thi s  l imitation , 
as wel l  as the fact that his theory does not account fo� 
the influences of technology and environment . 
The Present Study 
This study i s  intended to contribute to the 
growing body of knowl edge of social organizat ion , and to 
the more recent research that attempts to exp l a in and 
predict the social phenomena that is employee fringe 
benef its . I t  is  unique in relation to prior bene f its 
research in that its focus is social rather than 
economic , and is cast in the l ight of a theoretical 
mod i f icat ion and synthes is  of Weber ' s  theory o f  
bureaucracy and Blau ' s  theory o f  structural 
differentiation to explain social change . 
Statement of the Problem : 
This study invest igates the extent to which 
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the structural different iation and the technol ogy  
of private industry organi zations are rel ated 
to employee fringe benefits in South Dakota . 
_Importance of the Problem 
This research was of importance to the sociology 
of organizations , because it addressed areas that have 
been neglected in both organi z ational theory. and 
research . More spec i f ically , this  study . addres sed three 
research interest areas . 
Research Uniqueness .  There has never been a. 
state-wide survey of employee fringe benefits in S outh 
Dakota ,  or a state study of how benefits relate to the 
structure of soc ial organization . 
Soc iological Perspective . The preponderance o f  
benefits related research was recent , has been 
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princ ipa l ly conducted in the heavily industrial i z ed 
states , and has been analyzed almost exclus ively from the 
perspect ives of economics or bus iness . Thi s  study 
contributes to the development of the soc iolog ical 
perspective , as wel l  as to generate research on less 
industrial i z ed states for future comparative analys i s . 
Pol icy Impl i cations . Thi s  research was funded as 
an Employment Generating Proj ect by the Private I ndustry 
Counc i l , in cooperation with the South Dakota State 
Department o f  Labor , and was intended to produce data for 
state economic devel opment pol icy making . A descriptive 
data analys i s  report was developed by Krueger and Kono 
( 1987 ) for thi s  purpose , which appears in Appendix A .  
Furthermore , the South Dakota Office o f  Economic 
Development has requested an executive summary report of 
the results o f  thi s  dissertation for planning purpo ses . 
Obj ectives of the Study 
The central obj ective of thi s  study was to 
examine whether a model representing the mod i ficat i on and 
synthes i s  of Weber ' s  theory of bureaucracy and Blau ' s  
theory of structural d i fferenti ation could be appl ied to. 
understanding the general increase and speci fic 
variat ions of employee fringe benefits in forma l 
organizations . Thi s  was to be accomp l ished through the 
completion of the three subordinate obj ectives . 
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Subordinate Obj ective One : 
To describe patterns o f  structural 
d i fferent iati on , technology , and employee fringe bene fits 
as they occur in South Dakota . 
Subordinate Obj ective Two : 
To invest igate i f  there i s  a stat i st ical 
association between structural differentiat ion and 
technology in relation to employee fringe bene f its . 
Subordinate Obj ective Three : 
To develop and test a theoretical framework that 
can serve as a model for future organi zat ional studies . 
Organi zat ion of the Dissertat ion 
The balance o f  the dissertat ion was organi zed as 
follows : 
1 .  Chapter I I  reviews empirical studies relevant 
to the subj ect . 
2 .  Chapte r  I I I  develops the theoretical 
framework , model , research propos i ti ons and 
hypotheses . 
3 .  Chapter · IV presents the research methodology 
used in this study . 
4 .  Chapter V reports the findings o f  the 
research . 
5 .  Chapte r  VI summari z es the findings , 
conclus ions , impl icat ions , l imitat i ons , and 
recommendat ions for future research . 
6 .  Chapter VI I includes the b ibl iography and 
appendices . 
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CHAPTER I I  
REVIEW O F  THE LITERATURE 
I ntroduct ion 
Thi s  chapter reviews empirical studies that were 
relevant to the analys is of formal organ i z at iona l 
structure , includ ing sel ected antecedents , med iat ing 
influences , and consequences pertinent to the research 
problem of thi s  study . Research orientations and results 
of particular interest in the devel opment of  th i s  study 
and its theoretical orientat ion , as reviewed herein , were 
those developed by Max Weber ' s  f1 9 6 8 )  treatise on 
bureaucracy and Peter Blau ' s  ( 1 97 0 )  theory of structural 
different iat ion . I n  conj unct ion with th is study ' s  
theoret ical orientat ion , conceptual de finit ions were 
obta ined and hypotheses emerged to test the patterns of 
rel at ionships between d imensions of structura l 
d i fferent iation ( summarized in Figure 1 ,  Page 3 3 ) , the 
technology of pr ivate industry organi zations ( summa r i z ed 
in Figure 2 ,  Page 3 8 ) , and empl oyee fringe bene f its . . 
Formal Organi z ation 
Formal organi z ation was of primary concern in  
this research . It represented a subset of the un iverse 
of relationships and processes which is social 
organi zation . There is agreement in the body o f  
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l iterature in making this distinction , but a l ack o f  
consensus a s  t o  the terminol ogy of formal organ i z ation , 
per se . Blau and S cott ( 19 6 2 : 2 ) , S i lverman ( 1 9 70 : 8 ) , 
and Pugh , Hickson , and Hinnings ( 19 8 5 : 68 ) used the term 
" formal , "  whi l e  Etz ioni ( 1 9 6 1 : xi ) , Haas and Drabek 
( 1 9 7 3 : 8 ) , and Perrow ( 1 9 8 6 :  cover) preferred to cal l  
th is subset " complex . "  Numerous others , includ ing 
Pfef fer ( 19 8 2 : ix ) and Robbins ( 19 8 7 : 3 )  were sat i s f ied 
to el iminate the qual i fying adj ective and merely re ferred 
to " organ i z ations . " 
For the purposes o f  th is research , Bl au and 
Scott ' s  ( 1 9 6 2 : 5 )  concept of formal organi z ation was used 
and de fined as : 
Organi z at ions that have been del iberately . . .  
des igned to coordinate the activities of 
many persons and to furnish incentives for 
others to j oin them for . . .  the expl i c it 
purpose o f  achieving certain goa l s . 
Business enterpri ses , churches , and armies are formal ly 
organi z ed and may be contrasted with famil ies , friendship 
cliques , or communit ies where social l i fe is without a 
del iberate and expl icit des ign ( S i lverman , 1 9 70 : 8 - 9 ) . . 
There were many approaches to the study o f  formal 
organ i z ations . Blau ( 19 8 1 :  1 18 , 12 8 )  reviewed and 
categori z ed these approaches and recommended that one , 
organi z at ional analys i s , was the most essent ial to the 
advancement of organi z ationa l theory . 
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Organ i z ationa l Analys is 
Blau ( Ib id . : 1 2 8 )  has observed that past 
organi z ational research has been conducted from four foc i  
o f  analysis : rol e  analysis , soc ial relations anal ys is , 
organ i z ationa l ana lys i s , and soc ial sett ing ana lys i s . 
Role analys is seeks to explain the behavior or attributes 
of organi z ational members , with the indiv idual as the 
unit of analys is . Thi s  focus has been labeled by Scott 
( 19 8 1 : 1 0 )  as the social psychological perspect ive , and 
was typi fied by the work o f  Katz and Kahn ( 1 9 6 7 ) . 
S ocial relations analys is focuses pr imar il y upon 
patterns o f  soc ial assoc iat ions-that exist between 
interrelated groups o f  indiv idua l s  w ith in organ i z ations 
( Blau , 1 9 8 1 :  1 1 3 ) . An emphas i s  on the informal processes 
of social interact ion was the essence of th is approach , 
with the organ i z at ional subgroup as the unit o f  analys is . 
The Hawthorne stud ies have been c ited as pioneer ing work 
in the use o f  thi s  l evel o f  analys is , and have been 
credited with the l aunching of the human rel at i ons school 
in industry ( Perrow , 19 8 6 : 8 1 -8 2 ) � 
Organ iz ational analys is focuses on the system o f  
interrel ated characteristics and processes attr ibuted to 
organi z ations as a whole ( Blau ,  1 9 8 1 :  1 1 3 - 1 l 4) . 
Organi z ations are the un it o f  ana lysis , hav ing gl obal 
col lect ive propert ies that often d i f ferent iate them from 
1 2  
the attributes of the i r  ind ividual members (La zars feld 
and Menzel, 1 9 6 9 : 5 0 5) .  Examples o f  character i st ics 
found in research at thi s  level included s i z e , 
complexity , central i z ation , and formal i zation . 
Corresponding to these first three foc i, further 
spec i f icity was obta ined by determining "whether the 
variables under cons ideration describe ind iv idua l s , 
groups o f  interrelated indiv idual s, or systems o f  
interrelated groups " (Blau , 19 8 1 : 1 1 4) .  These may be 
contrasted with the fourth focus , the analys i s  o f  the 
soc ial  setting , where impacts on organi zat ions by the 
environment are cons idered . Th is area o f  re search was 
more recent in orig in, and was exempl i f ied by the work of 
Meyer and Scott { 1 9 8 3) .  
Blau ( 1 9 8 1 : 1 18) contends that organi zat ional 
analysi s  was the most essential focus to the advancement 
of organi z ationa l  theory , and was the one adopted in th is 
present study . B l au states that : 
. . .  the organi zationa l focus ca l l s  attent i on 
to such probl ems as the processes of 
increas ing specia l i zat ion , mechan i zat ion , · 
profes s i onal i z at ion, cential i zat ion, or 
bureaucrat i z ation , the condit ions that give 
rise to these proces ses, and the interpar lay 
between them . The a im here i s  to expla in 
the systems of interrelated character i st ics 
that evolve in various organi zat ions . Thes e  
are the processes that are o f  immed iate 
concern to the student of organi zat ions , 
because they const itute the interven ing 
l inks that expla in the connect ions between 
inputs and outputs of the organizat ions , 
between the initial conditions and the 
system that develops ( Blau ,  198 1 :  1 18 ) . 
Thi s  was representative of the body of organ i z at i onal 
l iterature that takes a structural approach to 
organ i z ationa l analys i s , which emerged during the l ate 
1 3  
19 4 0 ' s  fol lowing the Engl ish translation of Weber ' s  works 
( Gross and Etz ion i , 1 9 8 5 : 8 9 ) , especially his treati se on 
bureaucracy . 
Bureaucracy 
Weber ' s  construct bureaucracy represents an ideal 
type which allows a standard for organi z ational 
comparison . No phenomenon or organi z ation was expected 
to f it the pure type , which exempl i f ied an exaggerated 
abstraction of rea l ity ( Burger , 19 7 6 : 12 3-12 4 ) . I nstead , 
the ideal type o f  bureaucracy was said to approximate in 
varying degrees thi s  rational-legal form of soc ia l  
organi zation ( Turner and Beeghl ey , 19 8 1 : 2 19-2 2 0 ,  2 3 6 -
2 3 7 ) . 
Samuel and Mannheim ( 1 9 7 0 : 2 1 6 )  have suggested 
that bureaucracy i s : 
. . •  a multid imens ional phenomenon characteri z ing 
every formal organization , with each dimens ion 
re flecting a speci fic organi zational aspect . 
The dimens ion should be conceived as 
continuat ion of intens it ies , showing ranges 
of variat ion . 
Th�s interpretation o f  Weberian bureaucracy was a l so 
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found in the work of Mouzel i s  ( 19 69 : 5 0 ) , who contended 
that it represented the most sophisticated use of the 
construct exhibited in the l iterature . 
Dimens ional variation can be inferred from the 
work of Weber ( 19 6 8 : 9 5 8 ) . For example , "The management 
o f  the office fol lows genera l rules , which are more or 
l es s  stable ,  more o r  less exhaustive " i n  a bureaucracy . 
Particular comb inations of  d imens ions form b ipolar ideal 
types , ranging from traditional authority structures at 
one extreme to bureaucratic authority structures at the 
other . S ince no organi z at ion obta ins the ideal , the 
rel at ive placement of organi z ations al ong a continuum 
between these extremes in accordance with the ir 
variat ions in dimens ions is useful for comparison 
purposes ( Col l ins , 1 9 8 6a : 3 4 ) . 
Dimensions that have been frequent measures o f  
structure i n  the l iterature o f  organi z ations originated 
from Weber ' s  ( 19 6 8 )  treatise on bureaucracy , which was 
summar i z ed as fol l ows : 
1 .  Complexity or the division of  labor that 
occurs when " ind ividual performances are allocated to 
functionaries who have special i z ed tra ining and who by 
constant pract ice increase their expertise" ( Ibid . : 9 7 5 ) ; 
2 .  Centra l i zation o f  authority that is based 
upon " a  clearly establ i shed system of super- and 
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subordination in which there is a supervis ion o f  the 
lower offices by the higher ones " ( Ibid . : 9 5 7 ) , and where 
power i s  exerci sed for the " impersonal and funct ional 
purposes " ( Ibid . : 9 5 9 ) of the organi z at ion ; 
3 .  Forma l i z at ion which represents the degree 
that " the management of the modern off ice is based upon 
written documents " ( Ib id . : 9 57 ) ; 
4 .  S i z e  or "the role of sheer quantity as  a 
leverage for the bureaucrati z ation of a social structure " 
( Ibid . : 9 7 1 ) ; and , 
5 .  Profess ional i zation that requires " a  
prescribed course o f  tra ining , which demands the ent ire 
working capacity for a long period of time , and in 
general ly prescribed spec ial examinations as 
prerequ is ites o f  empl oyment " ( Ib id . : 9 5 8 - 9 5 9 ) . 
Meyer ( 19 8 6 : 2 1 2 )  has observed how var iation can 
occur in  organi zations along the dimens ion of 
central i z at ion . Authority may be highly central i z ed in a 
few individual s , or it may be central i zed in rat ional i z ed 
rules and regulat ions , which results in the 
decentral i zation o f  authority by " removing many dec i s ions . 
from the managerial h ierarchy . "  The first form o f  
authority structure i s  regulated by " individual commands " 
and is typical o f  a " patrimonial " ( traditiorial )  authority 
structure , while the l atter form is regulated abstractly 
1 6  
and i s  characteristic o f  a bureaucratic ( rat iona l- l egal ) 
authority structure ( Weber , 1 9 6 8 : 9 5 8 ) . 
The variat ion theme agrees with the conclus ions 
that were drawn by Pugh , et a l . ( 19 69 : 1 2 4-1 2 5 ) , from a 
multidimens iona l study of work organi z ations in the 
Engl ish Midlands . They summarized "that bureaucracy i s  
not unitary ; "  it varies i n  a number of ways , and in fact 
passes through " developmental sequences " within 
s ituational contexts ( e . g . , technology and env ironment ) .  
Blau ( 1 9 7 0 )  studied variations of dimens ions in 
formal organ i z at ions . From these studies he devel oped a 
theory of structural d i f ferentiation , which was intended 
to predict patterns of relations in formal organi z ationa l 
structure . 
Structural Dif ferentiation 
Blau ' s  ( 1 9 7 4 : 3 0 0 ) use of organi z ational 
structure , as derived from Weber ' s  writings on 
bureaucracy , was a conceptual re finement o( the term 
social structure as appl ied to formal organ i z ations . 
Weber ' s  discuss ion on authority hierarchies , divis ion of 
labor , and the need for expl icit rules suggested the 
formulation of corresponding structural variables of 
central i z ation , complexity , and formal i z ation ( Gros s  and 
Etz ioni , 1 9 8 5 : 9 0 ) . Blau , as wel l  as other researchers , 
studied how these and other structura l characteristics 
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were d i fferenti ated in formal organi zations in order to 
determine thei r  form , interact ion , and consequences . 
One of the f i rst exploratory research studies on 
structural d i fferentiat ion in organi z at ions was conducted 
by Blau , Heydebrand , and Stauffer ( 19 6 6 : 17 9 ) . In this 
study , the bureaucratic structure of 156  publ i c  personnel 
agenc ies was analyz ed using the variables of s i z e , 
divis ion of labor , pro fess ional i zation , managerial 
hierarchy , administrative apparatus , and the economic 
measure of operat ing cost . Although the researchers 
admitted to the non-representativeness of thei r  sampl ing 
techniques , they concluded that structural 
d i f ferent iat ion a f fected organi z at ional characteristics 
and outcomes . The concept of structural d i fferent iation 
was not wel l  de f ined in this work , leaving such 
ref inements to l ater research . 
Based upon a study of 5 3  employment sequrity 
agenc ies of a publ ic sector bureau , Blau forma l i z ed h i s  
theory of structural d i f ferentiat ion , which included two 
genera l i z ations : 
1 .  increas ing organi z ational s i z e  generates 
d i f ferentiation along various l ines at 
decelerating rates ; and , 
2 .  d i f ferentiation enlarges the admini strative 
component in organi z at ions ( Blau , 1 9 7 0 : 
2 16 ) . 
. 
Dimens ions o f  structural d i fferent iation were 
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determined by " the number of structural components that 
are formal ly d i stinguished in terms of any one criterion" 
( Ibid . : 2 0 4 ) . D imens ions included in Blau ' s  analys i s  
were spatial d i fferentiat ion ( number o f  branches ) ,  
divis ion o f  l abor ( number o f  occupational pos itions ) ,  
h ierarchy ( number of level s ) , and two measures o f  
functional d i f ferentiation ( number o f  headquarter 
divisions and number of sect ions per divis ion ) . 
Independent variable s i ze was measured by the number o f  
employees , whi l e  the dependent administrative component 
was determined by the number of management personnel . 
Although B l au reported that h i s  causal cha in was 
supported by the empirical evidence , wh ich has rece ived 
additional support from the later studies of Blau and 
Schoenherr ( 19 7 1 ) , and Meyhew , et al . ( 19 7 2 : 6 2 9 ) , there 
are some incons istencies in the l iterature . Sprecht 
( 19 7 3 : 4 8 0 )  contends tha·t Blau ' s  curv i l inear rel ationship 
of increas ing di f ferentiation at a decel er�ting rate 
assumes , in error , that a l l  organi z ations have 
hierarchical structures where a subordinate reports 
directly to only one superior . 
The conclus ion of Blau and Schoenherr that 
increasing s i z e  promotes economy of scale in 
administration , wh ich was intended to explain the 
curvil inear rel ationship ment ioned above , was rej ected by 
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KasarQa ( 1 9 7 4 : 2 6 -2 7 ) . Although increas ing s i z e  l ed to a 
reduct ion in the proport ion of managers , what Blau and 
Schoenherr fa i l ed to recogn i z e , contended Kasa rda, wa s 
that management savings were exceeded by increases in 
profess ional and cl erical overhead . Kasarda found an 
associat ion between increasing s i z e and increas i ng 
numbers of profess ionals  and techn ical support personnel . 
Hummon , et a l . ( 1 9 7 5 : 8 1 3 ) , have stud ied the 
causal ordering in structural d i f ferentiat ion . They 
observed that Blau ' s  theory was founded on the causa l  
ordering o f : 
S i z e  ------� D i f ferenti at ion 
These researchers have proposed that a reverse caus a l  
ordering may also be obta ined : 
D i f ferent iation ------� S i z e  
Support for th is a lternat ive rel ationship was determined 
from a panel study o f  bureaucracies where they concluded 
that : "increas ing structural di f ferentiatio.n in  
organ i z at ions generates increas ing s i z e  of product ive and 
admini strat ive components " ( Ibid . : 8 2 2 ) . Organ i z ation�! 
growth of th is type , they suggested , could be attr ibuted 
to such factors as the decision o f  management to deve lop 
a new product l ine , or to the phenomenon referred to as 
"Parkinson's Law , "  where s i z e  was unre lated to work load. 
Beyer and Trice ( 1 9 7 9 : 62 ) attempted to repl icate 
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the study o f  Blau and Schoenherr us ing a more 
heterogeneous population of federal organ i z at ions . They 
concluded from the ir results that the theory o f  
structural d i f ferentiat ion required modi fication , and 
that the interrelationships o f  s i ze and complex ity were 
more compl icated than suggested by Blau . 
In a review o f  the earl ier work by Blau and S cott 
on formal organ i z ations , McKelvey ( 19 7 5 : 5 1 0 -5 1 1 )  came to 
a s imilar conclus ion . The clas s i f ication schemes were 
oversimp l i f ied , rel ied on only one or two dimens ions , and 
sacr i f iced sc ient i fic use fulness in the interest o f  
pars imony . 
-As to · the regularity of aggregate structural 
patterns observed in three studies by Blau , Turner ( 1 9 7 7 : 
2 9 ) contended that the populations studied were more 
s imi lar than d i f ferent , so as to gravely l imit Blau ' s  
ab i l ity to genera l i z e  to other populations o f  
organi z ations . The three sets of publ ic ag�ncies stud ied 
had s imilar external s ituations , goal s ,  and pract ices , 
and were subj ect to the " same body of administrat ive 
wi sdom . " This led Turner to conclude that Blau ' s two 
general i zations may , in essence , be an " axiomati z ed 
descript ion o f  an accidental fact" ( Ibid . : 2 4 ) . 
In sum , these incons istencies in the l iterature 
concerning the theory o f  structural d i f ferent iation 
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suggested a need for further research . Th is represented 
one of the intended purposes of the present study , as was 
the de l ineat ion and review of the dimens ions to be 
examined . 
Dimens ions o f  Structural D i fferentiation 
The enduring patterns of soc ial relationships as 
found in formal organi z ations may be differentiated on 
the bas i s  of several dimens ions ( Gross and Etz ion i , 
19 8 5 ) . From the review of the l iterature , forma l 
organi z ations have been most frequently different iated on 
the bas is of the d imens ions of complexity , 
central i z ation , formal i z at ion , spat ial distribution , 
size , and profess ional i z ation . 
Compl exity 
Complexity has been treated as a concept having 
s ingular or multiple dimens ions , and has exhibited a lack 
of clarity in the l iterature as to its proper 
conceptual i zation . It has been de fined in terms o f  the 
divis ion of labor , spec ial i zat ion ( Ibid . : 9 1 -9 2 ) , 
horizontal , vertical , and spatial di fferentiation ( Ha l l , · 
1987 : 6 0; Robbins , 19 8 7 : 5 6 ) , and as levels of 
profess ional training and activities ( Hage and Aiken , 
19 67 : 7 5 ) . Some researchers have used the term 
interchangeably with structural d i fferentiation ( Pr ice , 
19 7 2 :  7 0 ) , or have con fused it with the concept o f  forma l 
organi�at ion ( Haas and Drabek , 1 9 7 3 : 8; Perrow , 1 9 8 6 : 
cover ) . 
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Turk ( 1 9 7 7 : 8 )  credited Durkheim and h i s  d iv i s ion 
of labor with the origin of the concept . Further 
refinements were obta ined from the works of Weber ( 19 6 8 : 
9 7 5 ) in his treat ise on bureaucracy . Fol l owing the l ead 
of Durkhe im and Weber , the most frequent de finition by 
researchers has concerned the divis ion of labor 
(Mintzberg , 1 9 7 9 ) . Thi s  also agrees with the handl ing o f  
the concept by Merton ( 1 9 6 8 : 3 6 9 ) , who referred t o  it a s  
the "degree of social d i f ferent iation , "  o r  the " number o f  
statuses and roles operat ionally distingu i shed within the 
organi z ation of the group . "  
Compl exity has been pos it ively associated with 
s i z e  ( Blau and Scott , 19 6 2 : 7; Mach , 1 9 7 6 : 6 7 1 ) , although 
the causal direction was unclear ( Gross and Etz ioni , 
1 98 5 : 9 3; Kimberly , 1 9 7 6 : · 5 7 9 ) . It has been assoc iated 
with forma l i z ation ( Pugh , et al . ,  19 8 5 : 3 9 ) , spatial 
distribution , and decentral i z ation ( Gross and Etz ion i , 
19 8 5 : 9 2 ) , which led to problems of .coordinat ion and 
control ( Hall , 1 9 8 7 : 6 6 ) . Furthermore , complex 
organi z ations were reported to be more competitive ( Gross 
and Etz ioni , 1 9 8 5 : 9 2 ) , and exhibited increased adopt ion 
of innovations , making them more success ful than the ir 
less complex counterparts ( Baldridge and Burnham , 1 9 7 5 : 
17 5 )  • . . 
Central i zation 
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Central i z at i on has been de fined as " the degree to 
which power is concentrated in a soc ial system" ( Pr i ce , 
19 7 2 : 4 3 ) . The maximum degree would exist i f  a l l  power 
was exerc ised by one individual ; whereas , the minimum 
degree , or decentral i z ation , would occur with the equal 
exerc ise of power by a l l  members . 
Blau ( 19 7 0b :  1 6 9 ) contended that the volume o f  
managerial deci si ons associated with increas ing 
organi z ational s i z e  promoted delegation of dec i s ion­
making ( decentral i z at ion ) . Added to this , expanding 
technology has had a s imi lar effect by encouraging 
delegation to technological experts as suggested by Weber 
( 19 6 8 : 1 4 04 ) , although receiving l ittle attent ion by Blau 
in his emp irical stud ies . 
Increas ing decentra l i z ation has been pos it ively 
assoc iated with increas ing complexity , s i z e  _ (Hinings and 
Lee , 19 7 1 : 9 2 ; Moch , 19 7 6 : 6 7 1 ; Pugh , et al . ,  1 9 6 8 : 8 6 ) , 
and compet ition ( Hal l , 1 9 8 7 : 9 2 ) . The l iterature has 
been incons istent as to the direction of the assoc iation 
with profess ional i z at ion , with Montagna ( 19 6 8 : 1 4 4 )  
report ing a negative relationship , and Blau ( 19 6 8 : 4 5 9 )  
reporting a pos itive one . Thi s  present study tests these 
relationships . 
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Forma liz ation 
Forma l i z ation " is the degree to wh ich the norms 
of a social system are expl ic it" ( Price , 1 9 7 2 : 10 7 ) . 
Evidence o f  formal i z at ion was found in written work 
procedures ( Gross and Etz ioni , 1 9 8 5 : 9 2 ) , impersonal 
rules ( Weber , 1 9 6 8 : 9 5 7 ) , j ob descriptions and rel ated 
documentat ion ( Mint zberg , 1 9 7 9 ) . It was reported to vary 
with s i z e  ( Blau and Scott , 19 6 2 : 7 ) , and compl exity 
( Pugh , et al . ,  1 9 8 5 : 3 9 ) . 
Weber contended that the existence of impersonal 
rul es and procedures served to curb arbitrary and 
arrogant acts by authorities , as was evident in 
traditiona l societ ies . such rules were intended to 
increase the l ikel ihood that organi zat ional members would 
be treated in accordance with thei r  merits , thereby 
encouraging meritorious conduct ( Gross and Etz ioni , 1 9 8 5 : 
92 ) • 
A review o f  the l iterature on forma l i z ation and 
central i z ation showed inconsistent results . Pugh , et al . 
( 19 6 8 :  8 3 ) , found l ittl e  support for . the assoc iation . 
Child ( 19 7 2 : 1 6 3 ) , in a repl ication attempt of the Aston 
studies , found a strong relationship between 
formal i z at ion and decentra l i zat ion , concluding that 
forma l i zation of procedural control s  allowed for 
decentral i z at ion of authority to occur . This agrees with 
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Blau ' s . ( 19 7 0b :  1 7 0 - 17 1 )  content ion that risks a s soci ated 
with execut ive delegation were minimized by written 
guidel ines for subord inates . But these determinations 
have been further confounded by inconclus ive results from 
a secondary analys i s  o f  the original Aston data by 
Donaldson , Child , and Aldrich { 19 7 5 : 4 5 5 ) , as wel l  a s  
disparate f indings obtained from a study o f  educati onal 
institutions by Holdaway , et al . { 19 7 5 : 52 ) . Thu s , the 
inconsi stency in these f indings suggested a need for 
further study . 
Spat ial Distribution 
Spatial distribution of organi zat ional members 
refers to what Merton ( 1 9 6 8 : 3 7 6 )  termed as the d imens ion 
of " ecological structure " of a group . Functional 
propinquity was important because it a f fected the 
formation of social rel at ions , he contended . 
Spatial distribut ion has been treated in the 
l iterature as a variable in its own right , o� as a form 
of complexity ( Gros s  and Etz ioni , 19 8 5 : 9 2 ) . Most 
studies have focused on the distribut ion of operat i ng 
s ites as a measure o f  thi s  structural dimension ( Pr ice , 
19 7 2 : 9 0; Robb ins , 1 9 8 7 : 6 1 ) . 
Haas , Hal l , and Johnson have been credited with 
conducting one of the first studies that attempted to 
establish a relationship between the number of ope rat ing 
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s ites .and the rel ative s i z e  o f  the administrat ive sta f f . 
Spatial distribution was defined as " the number of  
phys ical locations apart from the central office which 
were staffed and maintained by the organi z ation . "  To 
test the relationship , data was col lected from 3 0  
organi z at ions by interviewing the executives . The 
relationship was not estab l i shed by this study (Price , 
197 2 : 9 1 ) . 
Spatial distribution has been associated with 
complexity , decentra l i z at ion , s i z e , and organ i z at ional 
competitiveness ( Gross and Etz ioni , 1985 : 9 2 ) . There 
were no studies found that reported an association with 
formal izat ion or profess ional i z at ion , which was to be an 
important contribution of this  study . 
S iz e  
S iz e  has been conceptual iz ed a s  " the sca l e  o f  
operations o f  a soc ia l  system" ( Price , 19 7 2 : 1 7 4 ) . I t  
has been operationa l i z ed a s  the total number of  emp l oyees 
in over 80 percent of studies ( Robbins , 1 9 8 7 : 1 04 ) . S iz e  
represented the most studied structural variable 
encountered in this  review of  the l iterature , and with 
the exception of technology in a study by Woodward 
( 19 7 0 ) , s i z e  was the only variable that cuts across a l l  
o f  the substantive areas of  this  study . 
It has been assumed that because organ i z ations 
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were comprised o f  people and thei r  structured 
interactions , to measure their number would have 
structura l  impl icat ions { Ibid . : 1 0 4 - 1 0 5 ) .  Meyer { 19 7 2 : 
4 3 4 ) reports from h i s  research that the effects o f  s i z e  
were " ubiquitous and unidirectional "  on the structure of 
organi z ations . It  has been assoc iated with complexity , 
decentral i z at ion { Blau , 1 9 7 4 : 2 5 6 ; Mach , 19 7 6 : 6 7 1 ) , 
spatial d istribut ion { Gross and Etz ioni , 1 9 8 5 : 9 2 ) , 
forma l i z ation { Bl au and Scott , 1 9 6 2 : 2 2 3 -2 2 4 ) , uni on 
status , and employee fringe benef its {Alpert and O z awa , 
19 8 6 : 1 7 3 ) .  
Few formal organi zational studies have been 
conducted on organi z at ions having less than 50 empl oyees . 
In a study of sma l l  reta i l  bus ines s  organizations , Evers , 
Bohlen , and Warren { 19 7 6 : 3 2 6 )  reported that s i z e  was 
associated with the degree of formal i z ation . What made 
thei r  study unique in terms of prior research was that 
they suggested that : 
Formal organi z ational theory can be extended 
to firms of approximately 10 or more emp l oyees , 
whi le , in f i rms o f  fewer than 1 0  employees , 
·
the 
informal nature seems to predominate { Ib id . : 
· 
3 4 1 ) . 
Fol lowing their conclusi ons , in thi s  present research the 
10 or more employee threshold was adopted for · the study 
of formal organ i z at ions . 
S i z e  as a causal variable was not without its 
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critics. , or free from contradict ions or incons istencies 
in the l iterature . Hummon , et al . ( 19 7 5 : 8 1 3 ) , as  c ited 
earl ier in thi s  review , has questioned whether s i z e  was 
causal or dependent . In a secondary analys is of the data 
col l ected by the Aston Group , Aldrich ( 19 7 2 : 4 3 )  
concluded that s i z e  was dependent on , rather than causa l  
of organi z ation structure , and that structure was 
determined by technology . 
Gross and Etz ioni ( 19 8 5 : 9 3 )  have noted that 
there have been confl icting interpretations of s i z e  that 
may suggest that it functions as an indicator of other 
dimens ions , and not one in its own-right . In a 
repl icat ion study of the work by Blau and Schoenherr , 
Beyer and Trice ( 1 9 7 9 : 4 8 )  found that the divis ion of 
labor ( complexity ) was a more important predictor of 
structure than s i z e . What e f fects s i z e  may have had were 
determined to be indirect·. 
From a review o f  8 0  empi rical studies of s i z e  and 
structure , Kimberly ( 19 7 6 : 5 7 9 )  noted that the 
independent or dependent status of s i z e  in relation
.
to 
structure was yet to be determined and open to debate . 
In 6 0  percent of the studies reviewed , the question of 
causal ity was not discus sed , with the relationship 
reported in only association terms . It may be that the 
ambiguity surrounding the issue of s i z e  was attributed to 
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its interact ion with the other dimens ions o f  structure , 
as suggested by Hummon ,  et al . ( 19 7 5 : 82 2 ) . 
Teachman ( 19 8 0 : 3 18 )  fa iled to establ i sh the 
s i z e-structure rel at ionship in a study of a devel op ing 
country . An increase in s i z e  was not fol lowed by 
increasing special i z ation ( complexity ) . He concluded 
that the d i f fering f indings may be a result of the 
rational i z ed nature of the organi z ations in developed 
nations -- a cond ition that he suggests was absent in 
I ndones ia , the s ite of h i s  study . Thi s  conclus ion made 
by Teachman , that rationa l i zat ion was associated with 
organi z ational structure , was also-a pos ition taken by 
Weber ( 19 3 0 )  in h i s  explanation for the emergence o f  
Western Civil i z at ion . 
Pro fessional i z ation 
Profess iona l i z at ion may be def ined as the extent 
to which the members of an organi z at ion exhibit h igh 
ski l l s  and relative autonomy in the structur�ng of the i r  
act ivities ( Robbins , 1 9 8 7 : 7 9 -8 0 ) . Blau and Scott ( 1 9 6 2 : 
64 ) further associ ate thi s  dimens ion . with salary 
compensation , as opposed to the hourly wages preval ent in 
assembly l ine work . " S al aried often impl ies a status 
distinct ion , because those on salary general ly are white­
col lar , administrat ive , profess ional ,  and executive 
employees " ( Beach , 1 9 8 5 ) . 
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.. Increas ing pro fess ional i z ation has been 
associated with modern industrial soc iety ' s  increased 
technological demands ( Foote , 1 9 5 3 ; Vol lmer and Mil l s , 
1 9 6 2 ) . Profess ional organ i zat ions of increas ing s i z e  
have emerged a s  a result ,  where "professionals const itute 
the production component as wel l  as the administrat ive 
l ine structure o f  the organi z at ion" ( Heydebrand , 1 9 7 3 : 
1 5 8 - 1 59 ) . Litwak ( 19 6 1 : 18 1 )  refers to thi s  new form o f  
organizat ion as a " profess ional bureaucracy , "  which 
represented a dialectical synthesis of the interaction 
between pro fess ional and bureaucratic structures . 
In an ana lys is  o f  sel ected �tructural and 
att itudinal characterist ics of eleven profess ional 
occupations , Hal l ( 19 6 8 : 1 0 3 ) concluded that there was an 
interaction between organi z ational structure and 
profess ional i z at ion . Th is occurred when standards 
" imported" by professional s  resulted in both 
organizat ional and pro fes s ional adj ustment , especial ly 
when standards fa i led to coincide . Lack of agreement in 
standards can produce confl ict . According to Litwak 
( 19 6 1 :  1 7 7 ) , resolut ion o f  potential sources of confl ict 
were obta ined by "mechanisms of segregation" that were a 
part of the structure of profess ional bureaucrac ies . 
Increas ing organi z ationa l complexity has been 
associated with increas ing pro fessional ization ( Blau , 
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1 9 7 4 : 238 ) . The need for experts to facil itate comp lex 
decis ion-making was foreseen by Weber . According to 
Cul len ( 19 7 8 : 9 ) , "Weber saw the pro fess ional expert 
forming the bas is o f  rat ional administrat ion . "  From an 
analys is o f  census data , Cul len determined that the 
decl ine in the percentage of sel f-employed rofes s iona l s  
was assoc iated with an increase i n  the percentage 
employed by organ i z at ions . " Contemporary profess iona l i sm 
is an organi z ational phenomenon " ( Ib id . : 1 0 ) . 
There were incons istencies in the l iterature on 
profess ional i zation and organ iz at ional structure that 
were deserving of further study . Increases in the s i z e 
of an organ i z ation have been assoc iated with an i ncrease 
in pro fess ional i zation (Montagna , 1 9 6 8 : 1 3 8 ) , which , in 
one study , was reported to be disproportionately l arge 
( Kasarda , 1 9 7 4 : 2 6 ) . But increas ing s i ze has a l so been 
associated with increases
-
in forma l i z ation ( Blau and 
Meyer ,  1 9 8 7 : 1 0 0 ) , the latter having been inversely 
related to profess ional i z ation in a study by Hal l  ( 1 9 6 8 : 
102 ) . Furthermore , oppos ing results . have been repor
.
ted 
for centra l i z ation , with Montagna ( 1 9 6 8 : 1 3 8 ) hav ing 
shown a pos it ive re lationsh ip with profess ional i z at ion , 
and Blau ( 1 9 6 8 : 4 6 2 -4 6 3 ) and Mintzberg ( 19 7 9 ) having 
reported the oppos ite f indings . 
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Dimens ions Summari z ed 
In summary , the associat ions between dimens ions 
of structural d i f ferent iation as establ ished by th is  
rev iew of  the l iterature have been il lustrated in Figure 
1 .  Furthermore , these assoc iat ions were a l so 
incorporated into the theoret ica l model , wh ich was 
intended to demonstrate additional relationsh ips . 
These s ix structura l dimens ions of forma l 
organ i z ation have not occurred in a vacuum , but rather 
were subj ect to contextua l factors that in fluenced the 
way in which they were d i f ferent iated ( Hal l , 1 9 8 7 : 1 0 5 ) . 
The contextual factors of technology and env ironment have 
represented cond it ions of the s ituation in wh ich 
organi z ations have operated . This recogn i z e s  that 
"organ i z ations are always embedded in larger systems o f  
act ion" ( Thompson , 19 6 7 : 6 6 ) . 
Technology 
Col l ins ( 1 9 8 6 : 7 7 )  notes that for the social 
sciences , the study of technology ha s been an "unexplored 
dark spot . " The most important, unresolved prob lems · with 
the use of technology as a research variable have 
concerned its conceptual i z a t ion, and subsequent 
operational i z ation ( Perrow , 1 9 8 6 : 1 4 3 ) . 
A rev iew of the l iterature demonstrated that 
technology has been broadly de fined by researchers and 
F IGURE 1 
Summa ry o f  Re lat ionships b etween P a t t erns o f  S t ruc tural 
Dif f e r en t iat ion and Fringe B ene f i t s  a s  Sugges t ed f rom a Rev i ew 
o f  the L i t erature 
De cent S i z e  C omp lex F o rmal P ro f es s  S p a t i a l  
Decent 
S iz e  X 
Comp lex X X 
Forma l I X X 
Pro f e s s  I I X I 
Spat ial X X X ? ? 
Benef i t s  ? I ? ? ? ? 
No t e : The "X" deno t e s  a p o s i t iv e  as s o c ia t ion b e tween var iab l e s ; 
the " I" ind i cat e s  that r e su l t s  were in cons is t en t  b e tween s tud i e s ; 
and the " ? "  means that no s t ud ie s  were f o und that d emons t rat ed a 
relat ionship b e tween thes e var iab les . 
Abb reviat ions : 
Dec ent 
Compl ex 
Formal 
Pro f e s s  
Spat ial 
Bene f i t s  
D e c ent ral i z a t ion 
Comp l exity 
Forma l i z a t i on 
P r o f e s s iona l i z a t ion 
Spat ial D i s t r ib u t ion 
Fr inge Bene f i t s  
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confounded with env ironment ( Scott , 19 8 1 :  2 0 8 ) . Weber 
( 19 6 8 : 9 7 3 )  has made a distinct ion between the impacts of 
technology and envi ronment on organ izational structure , 
as wel l  as having demonstrated the ir interaction . The 
development of communicat ions , which was seen as one o f  
the most important prerequis ites for the emergence o f  
bureaucratic admin i stration , was facil itated by publ ic 
road , ra il road , and telegraph technology , as compl emented 
by the natural route of waterways . 
The " raw materia l s "  of technology , and how the i r  
trans format ion was related t o  organi zational structure , 
was the focus of Perrow ( 19 6 7 : 1 9 4 ) . Raw materia l s  could 
be l iving , inanimate , or symbol ic obj ects . The tasks 
involved to change these raw material s were sa id to 
structure interact ion , and varied in terms of the ir 
routineness ( Ibid . : 1 9 5 - 1 9 8 ) . High central i z at ion and 
forma l i zation were associated with routine technologies , 
whi l e  nonroutine were low on both dimens ions ( Robb ins , 
19 8 7 : 1 3 3 ) . The test over time of Perrow ' s approach has 
had incons istent results , with suppo�t coming from 
studies by Hage and Aiken , but not from the original 
Aston studies ( Hal l , 1 9 8 6 : 1 07 ) . 
Woodward ( 19 7 0 : 2 7 9 ) concluded from her study o f  
manufacturers i n  Engl and that there was a direct 
relationship between the advance of technol ogy and the 
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resultant organi zational  structure . High technology 
process product ion manufacturers exhibited a greater 
proportion o f  managers and supervisors to nonsuperv isors 
( decentral i z at ion ) , and h i red more highly paid personnel 
management special i sts ( profess ional i z ation ) . It  was 
further observed that these high technology organi z ations 
" spent the greatest amount per head on employee wel fare 
and services "  ( fringe bene fits ) , when compared to 
organ iz ations exh ib iting a lesser degree of technology 
( Ib id . : 2 8 1 ) . Although her study lacked a general 
theoretical framework to explain the results , thi s  
empirical l inkage b y  Woodward between technology , 
decentral i z ation , profess ional i zation , and fringe 
bene fits was unique in the organi z ational l iterature and 
important to the probl em o f  this study . 
In a later study o f  New Jersey manufacturers , 
Blau , et al . ( 1 9 7 6 : 2 0 ) , rej ected Woodward ' s  
"technological  imperat ive " on the determinat ion o f  
organi z at ional structure . The ir f indings tended to 
support Bl au ' s  original pos ition that s i z e , and not 
technology , largely determined structure ( Ibid . : 2 6 ) , 
although there was a reported incons istency . O f  the two 
measures used to de f ine technology , only mechani z at ion 
showed support for the rej ection of Woodward ' s  find ings . 
The second measure o f  computeri zation used by Blau and 
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associates ( Ib id . : 3 5 )  showed that the use of in-house 
computers promoted special i z at ion and decentral i z ation . 
When attempting to explain the inconsi stency , Blau and 
associates suggested a conclus ion that was at variance 
with their s i z e  determinant when they contended that : 
These changes in factory structure are not 
s imply the result of advances in technology , 
however .  The technology interacts with 
contemporary social conditions in complex 
ways ( Ib id . : 3 9 } . 
This interactive rel at ionship between technology and 
organi zat ional structure suggested above complemented the 
pos it ions of Weber and Thompson provided earl ier , and 
represented the rel ationship speci fied in the theoretica l  
model of this study . 
Can industry be used to indicate technology and 
its relationship to organi z ational structure? Robb ins 
( 19 8 7 : 1 3 8 ) observed that : " Organi z at ic;>ns with in any 
given industry may have to adopt the convent ional core 
technology to be compet it ive . "  In the study c ited above , 
Bl au and assoc iates ( 1 9 7 6 : 2 2 -2 3 )  used the concept o f  
core technology to establ i sh equ ivalence " for the 
percentage of machines bas ic to the manufacturing 
. process . "  They further employed the Standard Industri a l  
Clas s i f icat ion ( S I C }  codes to veri fy the 
representat iveness o f  thei r  sample . Pugh , et al . ( 1 9 7 6 : 
124 -12 5 ) ,  have suggested that "bureaucracy takes 
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d i f ferent forms i n  di f ferent sett ings , "  and that clusters 
of s imil arly structured organi z ations pass through a 
developmental sequence in associat ion with spec i f i c  
contextual variables ( e . g . , technology ) . Thus , the S IC 
codes were used in thi s  study to control for antic ipated 
d i f ferences in the interact ion between organi z ationa l 
structure and technology by industry class i f icat ion 
( e . g . , to control for d i f ferences between mining , 
manufacturing , and banking ) . 
Additional perspective can be obta ined by 
expanding upon a typology suggested in the work o f  
Brinkerho f f  and White ( 1 9 8 5 : 3 7 8 - 3 8 2 ) , that provided a 
continuum of assoc iated material and task complex i ty . By 
incorporat ing a variat ion o f  Woodward ' s  emphas i s  on 
levels o f  production in combinat ion with Perrow ' s  raw 
material s  and task comp lexity , a developmental sequence 
can be del ineated that dep icts the relationships between 
leve l s  of technica l  complexity as found in the core 
technologies of standard industries , as well  as how they 
relate to the hi storical paral lels of pre industria l ,
· 
industrial , and post- industrial societies . These 
perspect ives have been summar i z ed in F igure 2 .  
In addit ion to the influences o f  technology on 
the structure of formal organi zations , environmenta l  
influences have a l so been cons idered important i n  th i s  
FIGURE 2 
A Typology of Technology that Aggregates Industries into Three Production 
Categories Based Upon Technical Complexity , Task , and Historical Paral lel  
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research ·. The impact o f  environment has been rev i ewed 
here and included in the theoretical model of th i s  study . 
Environment 
The de finition , descript ion , and measurement o f  
environment i n  the l iterature has met with l ittl e  
consensus ( Scott , 1 9 8 1 :  1 6 5 ) . Two maj or themes have been 
noted by Gross and Etz ioni { 19 8 5 : 1 6 9 - 17 3 ) that o f fered 
oppos ing views of the envi ronment and structure i ssue . 
Contingency theory advances that environment determines 
organi z ational structure , with organ i z ations react ing to , 
and constrained by the i r  environment . Strategic cho ice 
theory recogni z es env i ronmental constra ints , whi l e  
asserti ng that there was a variable measure of rat iona l 
discret ion a l lowed to organi z ations as they interact with 
their environment . 
Weber { 19 3 0 : 3 1 )  cal led attention to the 
" influences and causal relationships which can 
sat is factori ly be explained in terms of react ions to 
environmental  conditions " in his thesis  on the emergence 
of Western C ivil i z ation . . He further discussed the 
element of choice within the context of environment , and 
how there was always some doubt as to the most rational 
means to achieve a des i red end ( Weber , 1 9 6 8 : 6 5 - 6 6 ) . 
This aspect of uncerta inty appeared important in the 
l iterature ( Robbins , 1 9 8 7 : 1 5 2 ) , and has been assoc iated 
4 0  
with such environmental factors as compet ition , "whereby 
the organi z ation ' s  choice of goals is partially 
control led by the environment " ( Thompson and McEwen , 
1 9 6 9 : 1 9 3 ) . 
Other env ironmental factors that were found to 
influence organi z ational structure included government 
regulat ion ( Weber , 1 9 5 0 : 3 4 3 - 3 5 1 } , and population net­
migrat ions ( Baldridge and Burnham , 19 7 5 : 1 7 4 ) . 
Unemployment was ment ioned in as soc iation with seasonal 
needs for surplus l abor by industry ( Lipset , 19 6 4 : 1 1 5 } , 
which fol lowed the Marxian argument that relates the 
advance of cap ita l i sm with the need - for , and creation o f , 
an " industrial reserve army" of  unemployed avai l able for 
boom and expans ion periods ( Kerbo , 1 9 8 3 : 1 08 ) . 
The associat ions between dimens ions o f  
organi z at ional structure and environment are l imited , 
somet imes inconsi stent , and often l acked comparabl e  
measures . For example , competition has been related to 
forma l i zation and centra l i z ation ( Hal l , 1 9 8 7 : 1 1 1 } , whi l e  
decentral i z ation h a s  been associated with environmenta l  
uncertainty ( Robbins , 1 9 8 7 : 17 1 ) . Furthermore , at 
variance with the earl i er s iz e  determines structure 
imperat ive of Blau , Freeman ' s  ( 1 9 7 3 : 7 5 0 )  findings 
rej ected s i z e  in favor of an environmental and 
technological expl anat ion . 
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Scott ( 19 8 1 : 1 6 5 )  has concluded that when 
organ i z ations were the unit of ana lys is , it suf f ices for 
research purposes to treat environment as a " res idua l 
category . "  This agrees with Blau ' s  earl ier discuss ion on 
the narrowing of focus to the level of organ i z ational 
analys is , and represents the level in this study . 
In summary , it has been suggested from th i s  
revi ew that both envi ronment and technology influenced 
structural d i f ferent iation in organi z ations . As ide from 
changes in organi z at ional structure , what were the 
consequences of these changes? One consequence that was 
predicted in this study was employee fringe benef its . 
Fringe Bene fits 
Employee fringe benef its as used in thi s  study 
included bene f its and incentives , other than wages for 
time worked , that were provided to employees in whole or 
part by the ir employers , including l i fe ,  health , and 
acc ident insurance , reti rement plans , pa id days o f f , and 
performance incent ives . Legal ly requ i red employer 
contributions to social insurance , including soc i a l  
security , unemployment compensat ion insurance , and 
workers ' compensation insurance , are excluded as a 
"fringe " in this research because of their involuntary 
nature and uni form appl icab i l ity to a l l  employers ( Beam 
and McFadden , 19 8 5 : 4 - 5 ) . 
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·Prior to the Great Depress ion o f  1 9 2 9 , poverty 
and unemployment were treated as individual rather than 
societal problems in the United States ( Federico , 1 9 7 3 : 
2 5 ) . Direct wage compensation was the prevalent form 
rece ived by most employees , with few real i z ing nonwage 
bene fits in return for the ir l abor . Thi s  changed 
fol lowing the Depress ion , and especial ly in the 1 9 4 0 ' s ,  
when there was an increased use of fringe benef its a s  a 
part of the compensation package ( Beam and McFadden , 
1 9 8 5 : 3 ) . 
The focus o f  most research on bene f its has been 
recent , taken from an economic perspect ive , and ha s 
concerned · the rel ationships between s i z e , wages , 
union i z at ion , and benef its ( cf . , Feldman and Sche ffl er , 
1 9 8 2 ; Freeman , 1 9 8 1 ; Le igh , 1 98 1 ; and Solnick , 1 9 8 5 ) . 
More l imited l iterature has introduced the additiona l  
variables of age ( Bartel , 1 9 8 2 ) , mobil ity (Mitche l l , 
1 9 8 2 ) , sex ( Hodson , 19 8 6 ) , occupations , tenure ( Lord and 
Falk , 1 9 8 2 ) , location , and industry (Alpert and O z awa , 
19 8 6 ) . 
With the exception o f  a study conducted by 
Woodward ( 19 7 0 ) , where it had been suggested that there 
was an assoc iat ion between professiona l i zation , 
decentra l i zation , and bene f its , only the structural 
dimens ion of s i z e  appeared in the l iterature on bene f its . 
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When the · term " structural "  was found , it was used i n  
conj unct ion with economic variables , including capital 
usage , market concentration , profit rate , conglomerate 
domination , fore ign holdings ( Hodson , 19 8 6 : 4 9 1 ) , 
compet it ive and monopoly sectors ( Lord and Falk , 1 9 8 2 : 
2 1 3 ) . 
Little research existed on bene fits of nonfarm ,  
private sector organ i z at ions located in nonmetropol itan 
areas ( Jensen , 19 8 2 : 1 2 4 ) . Metropol itan research has 
been the standard , which has exhibited a dec ided 
manufacturing bias ( Hodson , 19 8 6 : 5 0 6 ) . This study o f  
South Dakota employers was intended t o  contribute to the 
knowledge of these negl ected areas of research . 
Assoc iat ions between organi z ational structure , 
techno logy , and bene f its have been suggested in the works 
of Weber , Woodward , and Jensen . In Weber ' s  ( 19 6 8 : 9 6 3 ) 
treat ise on bureaucracy , knowledge and technical 
competenc ies prerequ i s ite to operat ing comple� 
bureaucrac ies presupposed thorough tra ining . In exchange 
for the increased membership requirements ,  the 
profess ional " receives a monetary compensat ion in the 
form of a sal ary , normal ly fixed , and the old age 
security provided by a pens ion" ( fringe bene fit ) . Thi s  
. was para l l eled by Woodward ' s  ( 19 7 0 : 2 7 9 -2 8 1 )  observation 
that organ i z ations having the highest technology a l s o  
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hired more profess iona l s , and spent the most money for 
employee wel fare and services . And f ina l ly , when 
industries were isolated for analys is by Standard 
Industry Clas s i f icat ion , Jensen ( 19 8 2 : 1 2 5 - 12 7 )  found 
that technology-less-intens ive agriculture and 
construct ion offered relatively less fringe bene f its than 
technology-more- intens ive manufactur ing . 
In agreement with Weber , Perkins ( 1 9 8 7 : 6 6 - 6 7 ) 
suggested that retirement benef its are emp loyer 
gratuities that function to encourage "long and faith ful 
service" to the organi z ation in exchange for old age 
security aga inst financial d isaster ; This concurs with 
the f indings of Dav i s , et al . ( 19 8 5 :  5 3 ) , who assoc iated 
low employment turnover rates with surveyed preferences 
that placed high va lue on pens ion bene f its and j ob 
security . 
From this review of the l iterature , it was 
suggested that there was an assoc iat ion betwe�n fringe 
bene fits , technology , and the structural dimens ions of 
s i z e , profess ional i z at ion , and decentral i zat ion . 
Furthermore , it was suggested that bene fits funct ion to 
. reta in employees .  In this present study , these 
rel at ionships were analyz ed in conj unct ion with other 
dimensions of structure , environment , and the med iat ing 
influences of union i z ation . 
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Un ion i z ation 
Unioni z ation and s i z e  represent the two most 
researched variables in the l iterature spec i f ical ly 
rel ated to fringe bene f its ( Lord and Falk , 1 9 8 2 : 2 1 1 ) . 
As used in this present study , the existence of organi z ed 
labor or unioni zat ion has been predicted to mediate 
between structure and bene f its with in unioni zed 
organ i z ations . 
From their study o f  nonmanu facturing industries , 
Alpert and Ozawa ( 19 8 6 : 17 3 )  reported that unioni z at ion 
and s i z e  were pos itively related to employee bene f its . 
They further found a strong interaction between 
union i z ation and the sex of nonof f ice employees in 
predicting bene fits , with organi z at ions that were heav i ly 
represented in both female employees and union i z at ion a s  
having had s igni f icantly increased bene fits over those 
not havi ng these characteristics ( Ib id . : 18 4 ) . 
Hodson ( 1 9 8 6 : 4 9 7 -4 9 9 )  conducted a study acro s s  
multiple industries that had results that were 
incons i stent with Alpert and Oz awa , and demonstrated 
mediating effects of union i z ation . S i z e  was d i rectly 
. related to union i z at ion , but only indirectly related to 
wages and benefits through union i z ation . Furthermore , 
the percentage of female workers was inversely associated 
with wages , and produced negl igible e f fects on bene f its . 
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He suggested that the results o f  prior research have been 
l imited because of a fa i lure to measure across 
industries , as wel l  as  demonstrating a manu facturing b ias 
( Ibid . : 5 0 6 - 5 0 7 ) . 
Results from an earl ier study by Freeman ( 19 8 1 : 
4 8 9 ) l end support to the pos ition that union i z at ion 
influences bene f its . Furthermore , he found that , in 
terms of percentages ,  the union i z ation ef fects on 
benef its were substantially greater than for wages . 
In  summary , the l iterature on union i z ation 
exhibited confl icting find ings . There was an association 
establ ished between s i z e , fringe bene f its , and 
union i z ation , but these f indings fa iled to determine 
whether union i z ation was antecedent , consequent , or a 
mediat ing influence . 
Al len ( 19 6 4 ) has suggested that because fringe 
benefits exhibited substant ial private sector growth 
severa l decades prior to the ir incorporation into 
col lect ive barga ining agreements , that union i z ation did 
not determine bene f its at first , organizations did . But . 
once bene fits became an i ssue at the bargaining tabl e ,  
management and unions negotiated the fringe bene f it 
package in union i z ed organi z at ions . Conversely , high 
fringe bene f its were used by non-union organ i z at ions to 
promote worker sati s faction and discourage the 
organi z at ion of labor . Added to this , private sector 
organi z ations in typ ica l ly non-unioni z ed industries 
exhibited a wide variation in fringe benefit packages ,  
which suggested that there were other factors that 
influenced fringe bene f its , bes ides unioniz at ion . 
Summary 
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Empirical studies that were relevant to th i s  
research on forma l organi z at ions were rev iewed i n  thi s  
chapter . Those that had theoret ical orientations rel ated 
to Weber ' s  treatise on bureaucracy and Blau ' s  theory o f  
structural dif ferentiation commanded special attent ion in 
thi s  review . 
The assoc iations between patterns of structural 
dif ferentiation variables and fringe benefits , as 
suggested in this review , were summari z ed in Figure 1 .  
Thi s  summary provided a bas i s  for comparative analys i s  in 
the findings of thi s  study ( see Tables 6 ,  7 ,  8 ,  and 9 ) . 
Furthermore , structural d i f ferent iation in associat ion 
with fringe bene f its occurred within the contexts o f  
technology and environment , and a s  mediated by the 
existence of union i z at ion . These variable relationships 
. have been incorporated into the theoret ical model of this 
study . 
The research hypotheses that emerged from thi s  
l iterature review and the theoretical orientat ion are 
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provided· at the conclus ion o f  Chapter I I I . Al so included 
in that chapter are the development o f  the theoret ical 
framework , model ,  and propos itions . 
CHAPTER III 
THEORETICAL ORIENTATION 
Introduction 
In address ing the study of soc ial change in 
social organiz ations , Ol sen ( 19 7 8 : 3 3 2 )  had observed 
that : 
Any particul ar social change i s  a unique 
historical event , and can be ful ly expla ined 
only in terms of other speci f ic events and 
act ivit ies that precede or accompany it . 
One such event that had accompanied social change in 
organi z ations has been increas ing structural 
di fferentiat ion and profess ional i zation . This , in turn , 
has lead to the emergence and rapid increase o f  employee 
fringe benefits . 
There is no theory of organi z ation that i s  
genera l ly accepted among soc iologists to explain and 
predict change in organi zat ional structure , or how thi s  
change relates to the growth and variation i n  employee 
fringe bene f its , but rather a divers ity of perspect ives 
that lack agreement ( Haas and Drabek , 1 9 7 3 : 2 ;  Hal l , 
1 9 8 7 : 2 9 8 -2 9 9 ) . Gross and Etz ioni ( 19 8 5 : 1 0 5 ) concur 
when they conclude that : "What is l acking is a coherent 
theory that w i l l  knit together disparate findings and 
enable us to generate understanding of what is happen ing 
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in and to organi zations . '' They further suggest that a 
foundat ion for building a general theoretica l framework 
exists in Max Weber ' s  theory of bureaucracy . 
In Weber ' s  theory , a model for social change i n  
formal organi zations was proposed that expla ined change 
in terms of the hi storical trans it ion from l ess e f f ic i ent 
tradit ional author ity structures to more e ff icient 
bureaucratic rat ional -l ega l authority structures .  Such 
bureaucratic structuring o f  organi z ations was an 
historical ly late product o f  development , and was 
associated by Weber with the general advance of 
rat ional i z at ion ( Gerth and Mil l s , 1 9 5 8 : 2 4 4 ) . 
Weberian Rational i z ation 
The process of rational i zat ion was central to 
Weber ' s  v iews o f  social change . In addition to us ing it 
to explain the development of the bureaucratic form of 
social organi z at ion ( H ilbert , 1 9 8 7 : 7 0 ) , he also related 
rationa l i z at ion to the emergence of Western s_oc iety 
( Ritzer , 1 9 8 3 : 1 2 2 ) , the transition in the status o f  
gender divisions ( Thomas , 1 9 8 5 : 4 09 ) , . and the 
monopol izat ion of d iatonici sm in Occ idental mus ic ( Weber ,  
1 9 5 8 : 8 9 ) . 
Th is attention to rational i z at ion was not 
pecul iar to Weber ; many thinkers of the Enl ightenment 
contended that rat ional ity was the essence of man , 
5 1 
soc iety , · and modern sc ience (Martindale , 1 9 7 4 : 3 3 - 3 4 ) . 
Comte , and his mentor , S a int-S imon , perce ived 
rat iona l i zation as an increasing trend in Western soc i ety 
(Abrahamson , 19 8 1 : 1 3 1 ) , as did Weber in The Protestant 
Eth ic and the Spi rit o f  Capita l i sm ( 1 9 3 0 :  68 ) . Such a 
trend was fundamental  to Parsons ' work , which re l ied on 
Weberian rat iona l i z ation to conceptua l i z e  social change 
(Wal lace and Wol f ,  1 9 8 6 : 4 1 ) . 
Weber ' s  vers ion of rat iona l i z ation is un ique to 
the extent that it originated from an uncrit ical , value -
free analys is of social  change , and did not pred ict a 
utopian outcome ( Kerbo , 1 9 8 3 : 9 2 , 1 0 9 ) . Freund ( 1 9 6 8 : 
18 ) has interpreted Weber ' s  rat iona l i zation as : 
The organi z ation of l i fe through a divis ion 
and coord inat ion of act ivities on the bas i s  
of an exact study o f  men ' s  relations with each 
other , with the i r  tools and the ir envi ronment , 
for the purpose o f  achieving greater e f f ici ency 
and product iv ity . 
Although there was extens ive agreement that 
rat iona l i zation was Weber ' s  prima ry focus ( Johnson , 1 9 8 1 :  
2 0 2 ) , pervasive preoccupat ion ( Coser , 19 7 7 : 2 3 0 ) , and . 
uni fying theme ( Brubaker , 1 9 8 4 : 1 ) , the treatment o f  the 
concept by Weberian schol ars has been frequently 
ambiguous and ambiva l ent ( Sadri , 1 9 8 2 : 6 1 7 ) . Coll ins 
( 19 8 6a : 6 9 ) suggested that con fus ion arose because 
rational ity for Weber was a complex of factors that 
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involves · "calculab i l ity ,  formal and f ixed rules , written 
notations , social coordinat ion , inte l l ectual 
systemati zat ion , and pro fess iona l i z ation . "  
Weber has been critic i z ed for fai l ing to 
spec i f ical ly de fine the concept of rationa l i z ation 
( Ferrarotti , 1 9 8 2 : 6 4 3 ) , which a l lowed for problemat ic 
usages ( Sadri , 1 9 8 2 : 6 1 7 ) . Banton ( 19 8 5 : 5 3 9 ) noted that 
as many as s ixteen overlapp ing but d i f ferent meanings 
have been obta ined from The Protestant Ethic and the 
Spirit of Capital i sm .  
Toward resolving thi s  amb iguity , Eisen ( 1 9 7 8 : 5 8 ) 
contended that there was rigor and cons istency in the 
usage of the concept when variations were seen as  
interdependent component e l ements , which served as  
building blocks towards the conceptual i z ation of the 
parent term . Thi s  agreed with the above interpretations 
of Col l ins and Freund , as wel l  as with Weber when. he 
spec i f ies multidimens ions of rat ional ity for . h i s  
archetypical form of social organ i z ation . " Bureaucracy 
has a ' rational ' character : rules , means , ends , and 
matter-of- factness dominate its bearing "  (Gerth and 
. Mil ls , 1 9 5 8 : 2 4 4 ) . 
Instrumental and Va lue-Oriented Rational ity 
In agreement with these arguments ,  there appeared 
to be a clear-cut dichotomy in Weber ' s  use of 
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rat ional i zation between instrumental rat ional ity and 
value-oriented rational ity , or what he cal led 
" zweckrat iona l itat " and "wertrat ional itat " (Johnson , 
19 8 1 : 2 14 -2 15 ) . Brubaker ( 19 8 4 : 4 )  acknowledged this 
dist inction , but sub st ituted the terms of formal and 
substantive , respect ively . Instrumenta l  rational ity 
dif fered from value-oriented rat ional ity in that its 
obj ect ive was to max imi z e  calculabi l ity of action , whi l e  
the latter type spec i fi ed a substant ive value o r  bel i e f  
as its obj ective . 
Weber ( 19 68 : 2 4 - 2 5 )  recogni z ed this dichotomy 
when he del ineated his  types of social action : 
1 .  instrumental ly rational ( zweckrat ional ) , that 
i s , determined by expectations as to the 
behav ior of obj ects in the environment and of 
other human be ings ; these expectations are 
used as "conditions " or "means " for the 
atta inment of the actor ' s  own rat ional ly 
pursued and calcul ated ends ; 
2 .  value-rat ional (wertrational ) , that i s , 
determined by a consc ious bel ief in the value 
for its own sake of some ethical , . aesthetic , 
rel igious , or other form o f  behavior , 
independently of its prospects of succes s . 
Weber , in characterist ic comparison fashion , cont inued to. 
speci fy and incorporate the oppos ite or irrat iona l types 
of social act ion into his model when he stated : 
3 .  a ffectual ( especial ly emotional ) , that i s , 
determined by the actor ' s  specific a f fects 
and feel ing states; 
· 
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4 .  traditional , that i s , determined b y  ingra ined 
hab ituat ion . 
Instrumenta l ly rat ional , a ffectual , and traditional , in 
turn , have corresponding types of authority structures 
( rational- legal , charismat ic , and traditional ) , which 
wi l l  be discussed l ater . 
Instrumental and value rational ity can be 
antagonistic to each other , especially in the case o f  
when the most e f f ic ient means-ends instrumental 
rational ity requires the sacr i f ice of value rat ional ity 
in order to maxim i z e  e f f iciency and calculab i l ity .  Other 
sources of potent ial antagonism between these two types 
arise from the obj ect ive , impersonal , ut il itarian nature 
of instrumenta l rationa l ity ,  that stands in contrast to 
the fraternity and caritas typical of value rational ity 
( Brubaker , 1 9 8 4 : 4 - 5 ) . 
The prototype of instrumental rat iona l ity i s  
exempl i f ied in the impersona l economic act ions of 
cap ita l i stic market systems , as well as in bureaucrat ic 
organ i z ation . Va lue rat iona l ity is best i l lustrated by 
rel igious action , where the achievement of a subj ect ive , 
rel igious experience does not cal l  for , nor lend itsel f 
wel l  to the obj ect ive measures used to gage success in 
instrumental act ion ( Johnson , 19 8 1 : 2 14-2 1 5 ) . 
Level s  of value and instrumental rational ity tend 
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to vary within social organi z ations . Such dif ferences 
are said to produce tens ions and confl icts which l ead to 
social change ( Col l ins , 1 9 8 6a : 7 0 ) . For rat ional i z at i on 
to have advanced , there must have been a balance o f  
tens ions between values and instrumental means-ends 
( Ibid . : 69 ) , which Weber suggested to have occurred i n  
the West and served a s  part of his explanation for i t s  
emergence . 
The Emergence of  Western Civi l i zation 
Weber used h i s  typol ogy of  rat ional action to 
explain the emergence of Western civil i z ation , as wel l  as 
how thi s  emergence contributed to increas ing 
rat iona l i z ation . In The Protestant Ethic and the Spirit 
of Capita l i sm the value-oriented rational ity of 
Protestant rel igious ideologies were said to facil itate 
social change ( Lauer , 1 9 7 3 : 1 2 2 -12 3 ) .  The Puritan values 
of disc ipl ine and methodical work in a secular "cal l ing , " 
in combination with the ascetic , Calvin ist values that 
denied the enj oyment of wealth , resulted in an 
accumul at ion of cap ital and the reinvestment of money in 
bus iness enterprise . Certa inty of salvation in 
-Protestant , and espec i a l ly with the predest inat ion bel ie f  
system of  Calvinism , could only be assured through the 
continual demonstration of earthly success , with the 
acquis ition of wealth represent ing a typ ical measure 
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( Kalberg ; 19 8 0 : 1 1 6 3 ) . 
Modern Capital ism 
The means used by ascet ic Protestants to pursue 
the ir value-oriented rat ional e  of secular existence were 
I 
also instrumental to the growth of a capital ist economy 
( Lauer , 1 9 7 3 : 12 3 ) . Value -oriented rational ity and 
instrumental rationa l ity merged , and for a time were not 
antagonistic , but rather mutual ly support ive , achiev ing 
the necessary ba lance of tensions to fac i l itate soc i a l  
change suggested b y  Col l ins ( 19 8 6a :  6 9 ) . 
The cont inued assoc iation of value-oriented 
rat iona l ity and instrumental rat iona l ity during the 
formative stages o f  modern capital ism al lowed for its 
legit imation . Johnson ( 19 8 1 : 2 3 8 )  summari zes this social 
change phenomenon when he contends : 
What was dist inctive about the .Protestant 
ethic was its capacity to mot ivate long-term , 
disc ipl ined , systemat ic , rational action in 
secular occupational cal l ings as a rel igious 
duty . Thi s  orientation helped to legitimate 
the economic act iv ities of early cap ital i sts . 
Thus , the prolonged assoc iation between value-oriented 
and instrumental rational ity not only contributed to the 
legitimat ion of the l atter , but also resulted in a 
routinization of economic occupational cal l ings 
( Ferrarott i ,  1 9 8 2 : 6 3 4 ) , which , once accomplished , no 
longer required cont inued rel igious l egitimation 
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( Johnson � 1 9 8 1 : 2 3 8 ) . 
In addition to fostering the growth of 
cap ita l ism ,  bel ief in the Protestant Ethic promoted the 
expans ion of rat ional i sm in Western civi l i zation , 
especially instrumental rational ity , by encouraging 
rational social act ion as  a means to achieve salvat ion to 
a greater extent than with any other value system . Weber 
derived thi s  distinction from comparat ive studies of 
other rel igions , where he found that rational soc i a l  
act ion i n  thi s  world was l imited t o  the extent that non­
Protestant value systems directed social action to 
essentially other-worldly ends ( Swidl er , 1 9 7 3 : 3 9 ) . S o  
long as thi s  other-worldly value-orientat ion 
predominated , "the strongest rel igious mot ivation was 
siphoned o ff , " and more rationa l i z ed forms of soc i a l  
action could not reach fruition ( Coll ins , 1 9 8 6a : 9 3 ) . 
This strong and cont inuing emphasis  on secular 
achievement through rat ional social act ion led to 
"disenchantment " of act ion , contended Weber , typica l  o f  
instrumental rat iona l ity ,  which "means that princ ipa l ly 
there are no mysterious incalculable forces that come 
into play , but rather that one can , in principle ,  master 
all things by calcul at ion" ( Gerth and Mil l s , 1 9 5 8 : 1 3 9 ) . 
Furthermore , this orientat ion furthered the use and 
growth of the bureaucrat ic form of social organ i z at ion , 
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which -not only represented the most rational i z ed means to 
obta in the greatest degree of calculabil ity , but al so 
obtained the most e f f icient means to a spec i fied end when 
compared to other forms of soc ial organizat ion ( Ritzer , 
1 9 8 3 : 2 5 ) . 
Weberian Bureaucracy 
Weber assoc iated the historical advance of 
rational i z at ion with the "march of bureaucracy" and its 
destruct ion and substitut ion of authority structures 
having a l esser rationa l character ( Gerth and Mills , 
1 9 5 8 : 2 4 4 ) . Weber contended that : 
Bureaucracy is the means of trans forming 
social act ion into rationa l ly organi z ed act ion 
. . •  ( which ) under otherwise equal conditions . . .  
is superior to every kind of col lect ive behav ior 
and also social action oppos ing it (Weber , 1 9 6 8 : 
9 8 7 ) . 
To demonstrate the superiority of bureaucracy , 
Weber developed a typol ogy -of social organi z ation ( see 
Figure 3 )  based upon the structure of authority , its 
typical mode of social act ion , and the manner in which it 
became legitimated ( Satow , 1 9 7 5 : 52 6 - 5 2 7 ) . Rat iona l - · 
legal authority , with the bureaucrat ic form of social 
organi z ation representing its archetype , was compared 
with the less rationa l i z ed types of traditional and 
chari smatic structures .  This was done with the 
recognition that , although most organi z ations exhibit 
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vary ing combinations o f  these three types , approximat ion 
with ideal types by predominant forms would be use ful for 
comparat ive study ( Turner and Beeghley , 198 1 :  2 3 4 ) . 
Figure 3 demonstrates the relationships held in the 
Weberian typology . 
Figure 3 - Weberian Typology 
Authority Type 
rational- lega l 
traditional 
charismat ic 
Authority Structures 
Social Action 
rat ional 
tradit ional 
a f fectual 
Legitimacy 
legal 
habituat ion 
affectual 
Authority structures obta in the compl iance o f  
social organi z ational members based upon diverse mot ives 
ranging " a l l  the way from s imple hab ituation to the most 
purely rational calcu l ation of advantage " ( Weber , . 1 9 6 8 : 
2 12 )  • Group behavior can be oriented toward the 
accompl ishment of organi zational goals  by phys ical force , 
or the threat of it , a lthough for most social 
relationships this does not appear to be the bas i s  for 
compl iance ( Haas and Drabek , 1 9 7 3 : 2 5 ) . Rather , 
"conduct , especially soc ial conduct , and more 
part icularly a soc ial relationship , can be oriented on 
the part of the individual s  to what constitutes the i r  
' idea '- of  the exi stence of a legit imate authority ,  " 
contended Weber ( 19 6 4 : 7 1 ) . 
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The three types o f  Weberian authority structures 
may be dif ferent iated based upon the ir source o f  
legit imation . Bureaucratic or rational-legal authority 
obta ins its legitimacy because its instrumental ly 
rational system of rules and procedures are des igned in 
accordance with the ach ievement of valued ends ( Haas and 
Drabek , 1 9 7 3 : 2 6 ) . In contrast , traditiona l authority 
receives its l egit imation from time ( Ibid . : 2 5 ) , 
ingra ined habituat ion ( Weber , 1 9 6 8 : 2 12 ) , and the bel ie f  
i n  the " sanctity of age-old rules and powers . • .  wh ich 
results from common upbringing" of organi z ational members 
( Ib id . : 2 2 6 -2 2 7 ) . F inally , charismat ic authority i s  
granted i t s  legit imacy " rest ing o n  devotion t o  the 
exceptional sanct ity , heroi sm or exemplary character of  
an  individual person , and of the normat ive patterns or 
order revea l ed or ordained by him" ( Ibid . : 2 1 5 ) . 
The three authority structures may be 
dist inguished from each other based upon thei r  
predominant mode of social action . Fundamental ly ,  
rational -l egal authority "reasons . . .  every act o f  
bureaucratic administration . . .  ( by )  weighing of  ends and 
means " ( Gerth and Mil l s , 1 9 5 8 : 2 2 0 ) , which are later 
forma l i z ed into rules and procedures to obtain e f f ic iency 
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in operations ( Johnson , 1 9 8 1 :  2 2 6 ) . I n  contrast , 
traditiona l authority operates in accordance with 
" accustomed obl igat ions " which are "bound by tradit ion " 
(Weber , 1 9 6 8 : 2 1 6 ) . F inal ly , charismatic authority 
represents soc ial act ion based on charisma , revelat ion , 
and the a ffectual devot ion of organi z at ional members 
( Ibid . : 2 4 2 ) . 
Unl ike the traditional and charismatic type s , 
where dominat ion is invested in the person of a ruler or 
hero , who can be arb itrary or capricious , rat iona l - l ega l 
authority regulates conduct through a rational ly 
determined , pred ictable , and impersona l order of law and 
procedures ( Ibid . : 2 1 8 ) , wh ich is " dehumani z ed ,  
. • .  el iminat ing from o f f icial bus iness love , hatred , and 
all  purely personal , i rrational , and emotional elements 
which wi l l  escape calculation" ( Gerth and Mi l l s , 1 9 5 8 : 
2 1 6 ) . 
Rational-legal authority was spec i fied as most 
rational because it fundamenta lly represented "dominat ion 
through knowledge " ( Weber , 1 9 6 8 : 2 2 5 ) . · Qual i f icat ion for · 
off ice presupposed " thorough and expert train ing" ( Gerth 
and Mil l s , 1 9 5 8 : 19 8 ) , with impersonal selection from a l l  
soc ial strata by special examination ( Ib id . : 2 4 0 ) . Thi s  
varied with the sel ect ion procedures of the other two 
types ,  with traditional authority selection determined by 
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ascribed ·characteristics o r  personal loyalty , and 
charismat ic authority based upon personal trust , hero ism , 
and bel ief in charisma ( Weber , 19 68 : 2 16 ) . 
Impl icit in these d i stinct ions between the three 
types of authority structures is the existence or l ack o f  
rational i z ation . Rat iona l - legal bureaucracy emphasi z es 
calculabil ity and e f f iciency ( Ritzer , 19 8 3 : 2 5 ) , as 
derived from a forma l ly art iculated and dif ferent iated 
structure ( Brubaker , 1 9 8 4 : 2 0 ) , which is absent or 
def icient in the other types . 
Calculab i l ity 
Calculab i l ity is an essential factor which 
dist inguishes the rat iona l - l ega l authority structure from 
the traditional and charismat ic types . It appears 
frequently in Weber ' s  arguments for the superiority o f  
bureaucracy ( Col l ins , 19 8 6 : 8 3 ) , demonstrat ing the 
importance of predictab i l ity ( Ritzer , 19 8 3 : 2 5 ) , 
especially in modern cap ital ism ,  where " errors in the 
calculation of a cap ita l i st enterprise are paid for by 
losses , perhaps by its existence " ( Gerth and Mi l l s , 1 9 5 8 : . 
2 3 5 )  . 
Calculable rules ( Ib id . : 2 15 ) , management by 
written documents ,  hierarchical subordination based on 
competency , separation of " bus iness assets from private 
fortunes , "  "thorough and expert training , " impart ial 
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selection
. 
o f  members by examination , and the career 
commitment by profess ionals to the " impersonal and 
functiona l purposes " of the organi z at ion represent 
characteristics of the bureaucratic structure de f ined by 
Weber which are intended to facil itate calculab i l ity 
( Ib id . : 1 9 7 - 1 9 9 ) .  This contrasts with the trad itional 
and charismatic authority structures ,  where a system of 
rules are not rational ly developed , and officials exhibit 
personal arbitrariness , are not technically tra ined 
(Turner and Beeghley , 1 9 8 1 : 2 3 6 ) , and occupy 
organi z at ional pos itions genera l ly on a honorific , part­
time , or voluntary bas i s  (Johnson , 1 9 8 1 : 2 2 6 ) . 
Efficiency 
The greater e f f iciency of bureaucracy , which 
originates from its emphas is on the forma l i z ation o f  
instrumental ly rat iona l social act ion , has allowed it to 
expand stead ily at the expense of other types o f  
authority structures ( Ib id . : 2 2 5 ) . Anal ogous t o  the 
advantages obta ined by the mechani z ation of routine , 
repetit ive functions , bureaucracy exhibits superior 
technical e ff ic iency ( Brubaker , 1 9 8 4 : 2 1 ) . This fol lows 
Weber who contended that " the fully developed 
bureaucratic mechani sm compares with other organi z at ions 
exactly as does the machine with the non-mechanical mode s  
o f  product ion" ( Gerth and Mi ll s , 1 9 5 8 : 2 1 4 ) . 
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Thi s  increased e f f ic iency of bureaucracy has 
favored growth in organi z at ional s i z e  and complexity . 
Accompany ing thi s  growth has emerged increas ingly 
d i f ficult problems of admini strat ion and operation ( Bl au 
and Meyer , 1 9 8 7 : 2 8 -2 9 ) , which bureaucrat ici z ation 
accommodates through an associated increase in 
profess iona l i z at ion , suggests Weber ( Gerth and Mi l l s , 
1 9 5 8 : 2 1 6 ) . 
Bureaucracy and Pro fess ional iz ation 
Weber conceived of pro fess iona l i z ation and 
bureaucrat i z at ion as inseparably interrel ated and 
compl ementary processes associated wlth the growing 
rat ional i zation o f  Western c iv i l i z ation ( Ritzer , 1 9 7 7 : 
14 4 ) . In Economy and Society ,  Weber ( 1 9 6 8 : 9 9 8 ) advances 
these relationships when he states that : 
the bureaucrat i z ation of a l l  domination 
very strongly furthers the development of 
" rat ional matter-of- factness "  and the 
persona l ity type of the profes s ional expert . 
Weber treated the pro fess ional as  a necessary and 
integral part of the bureaucrat ic structure ( Weber , 1 9 6 8 : 
9 5 8 -9 6 3 ) , and suggested that this "personal ly detached 
and strictly ' obj ect ive' expert" had replaced "the master 
of older social structures" ( Ib id . : 9 7 5 ) . This 
substitut ion had occurred because of the "technical 
superiority" of administration by tra ined pro fessiona l s , 
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which -stood i n  contrast to tradit ional administrat i on by 
honori f ic and avocat ional o f ficials , who treated work as 
a subsid iary activity ( Ib id . : 9 7 3 - 9 7 4 ) , and al lowed 
"personal sympathy and favor" to color the ir j udgments 
(Gerth and Mi l l s , 19 5 8 : 2 1 6 ) . 
The requirements and characteristics of what 
constitutes a profess ional were speci f ied by Weber .  To 
become a pro fess ional requ ired a " career" commitment 
(Weber , 1 9 6 8 : 9 6 3 ) , with qua l i fications based upon " a  
prescribed course o f  tra ining , wh ich demands the ent i re 
working capacity for a long period of time , and in 
general ly prescribed special examinations as 
prerequ i s ites of employment . "  And as  organi z ations 
became increas ingly complex , "thorough training in a 
field of special i zat ion • . .  holds increas ingly for the 
modern executive and employee"  ( Ib id . : 9 5 8 - 9 5 9 ) , wh ich 
anticipated the expans i on o f  profess ional i z ation in 
organi z at ions due to " the ever- increas ing importance o f  
expert and special i z ed knowledge " ( Gerth and Mi l l s , 1 9 5 8 : 
2 4 3 ) . 
I n  the ful ly developed modern organi z ation , the 
profess ional was " not cons idered a personal servant " o f  
traditional authority , but rather was " appointed b y  a 
superior authority "  to a pos ition " devoted to impersona l 
and funct ional purposes " (Weber , 1 9 6 8 : 9 5 9 - 9 6 0 ) . A 
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"measure · of independence " was allowed this profess ional 
through " legal guarantees aga inst discret ionary dismi ssal 
or trans fer" ( Ib id . : 9 6 2 ) . Such independence accorded 
the professional was intended to foster rational 
decision-making . This fol lowed Weber ' s  observat ion that : 
" Independent decis ion-making and imaginat ive 
organi z ational capab i l it ies in matters of deta i l  are 
usual ly . . .  demanded of the bureaucrat , and very o ften 
expected in larger matters " ( Ib id . : 1 4 04 ) . 
Although Weber treated professional i z ation as  an 
interrelated and necessary condition for 
bureaucrati z ation to ful ly develop , this relationsh ip 
represented a hotly debated issue in occupat ional 
sociol ogy between cons idering these processes as 
complementary or ant ithetica l ( Ritzer , 1 9 7 7 : 1 4 4 ) . Weber 
recogn i z ed the potential for confl ict between these 
processes when he discus sed the associat ion between 
bureaucracy and education : 
Beh ind al l the present discussions about the 
basic questions of the educational system 
there lurks decis ively the struggle o f  the 
" special ist "  type of man aga inst the older 
type of the "cult ivated man , " a struggle 
conditioned by the irres istibly expanding 
bureaucrati z ation o f  al l publ ic and private 
relations of authority and by the ever­
increas ing importance of experts and 
spec ia l i zed knowledge (Weber , 1 9 6 8 : 1 0 0 2 ) . 
Weber identi fied this "cul tivated " conduct as  the 
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early goal of education , wh ich originated from the 
traditional value orientat ions of feudal , theocrat ic , and 
patrimonial systems o f  dominat ion . Having a "plus " o f  
this " cult ivated qual ity" o f  character was a bas i s  o f  
soc ial esteem i n  tradit ional authority structures ,  and 
was antagoni st ic to exhibit ing a " plus " of " special i s t "  
conduct ( Ibid . : 1 0 0 1 ) . 
I n  terms of his typology o f  social action , thi s  
translated into a potent ial for confl ict between value­
oriented rat ional ity and instrumental rational ity . Or in 
more speci fic terms , there was an apparent antagoni sm 
between the fraternity and caritas of " cult ivated" 
pro fess ional i z ation , and the impersonal and functional , 
obj ect ively calculating orientat ions of special i z ed 
bureaucrati z ation . A solution to this dilemma was 
suggested in the works of Weber , which resulted from a 
bind ing o f  the pro fess ional to the organi z ation by fringe 
bene f its . 
Fringe Bene fits 
Weber impl ied that the potential confl ict between . 
bureaucrat i z ation and profess ional i z ation can be med iated 
when "the professional bureaucrat is cha ined to h i s  
activity b y  h i s  enti re material and ideal existence " 
( Gerth and Mi l l s , 1 9 5 8 : 2 2 8 ) . Toward this purpose , Weber 
speci fied conditions o f  employment intended to appeal to 
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the material ( instrumentally rat ional ) and ideal ( va lue­
rat ional ) interests of the profess ional . 
In exchange for the commitment to the " impersonal 
and funct ional purposes " of the organi z at ion ( Weber , 
1 9 6 8 : 9 5 9 ) , the pro fessional " a s  a rule rece ives a 
monetary compensation in the form of a salary ,  normal ly 
fixed , and the old age security provided by a pension" 
( Ib id . : 9 6 3 ) . The salary guaranteed a fixed level of 
income , sa feguarding the material existence o f  the 
pro fess ional aga inst economic fluctuat ions , in contrast 
to the wages of hourly workers , which were sens it ive to 
market conditions . In the case of the pens ion , it 
repres ented a fringe bene fit that provided for the 
material existence of the pro fess ional a fter ret irement . 
In addit ion , it guaranteed a f ixed l evel of income that 
corresponded to the l ength of service , but wh ich was 
typical ly subj ect to minimum periods of employment be fore 
becoming partially or ful ly vested . 
In add it ion to securing the material existence of 
the profess ional , two cond itions of employment were 
suggested by Weber that were intended to appeal to the 
ideal existence ( va lue rational ) interests of the 
professional . First , profes sionals were provided with an 
opportunity to pursue a "career , "  thereby ful f i l l ing the 
rout in ized value orientat ions originat ing from the 
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Protestan·t Ethic ( i . e . , "ca l l ings " ) . And second , wh i l e  
i n  pursuit of this career , pro fessional s were accorded an 
enhanced social status deserving of social esteem a s  
obta ined from the l inking o f  educational credent ial s  with 
qual i f ications for o f f ice , demonstrated competenc ies 
while in o f f ice , and from opportunities for orderly 
advancement up a status hierarchy ( Weber , 19 68 : 9 5 7 - 9 6 3 ) .  
Although these employment conditions may "make 
the office a sought- a fter pos it ion" ( Ib id . : 9 6 3 ) , and 
functioned to mediate the confl ict between profess iona l 
values and bureaucratic instrumental rationa l ity ,  on 
second analys is , there was nothing to insure that the 
profess ional did not leave for another compet ing 
organi z ation that of fered a higher salary or a higher 
pos ition in the ir status hierarchy , save the one 
employment condition of the pens ion fringe bene f it . In 
this latter case , an employee may be reluctant to l eave 
the organi z ation be fore becoming partially or tota l ly 
vested , because such act ion would have resulted in the 
loss of the bene fit equity ( Henle , 1 9 6 8 : 4 2 8 ) . Upon 
entering the new organ i z at ion , and providing that the 
benefits were ava i lab l e , the time that would have to be 
accrued in order to become vested would begin anew 
( except in the case o f  publ ic sector trans ferable 
benefits ) . 
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Iri add it ion to pens ions , there are numerous types 
of fringe bene f its that increase in value as the employee 
accumul ates service on the j ob .  Examples typical ly 
include s ick leave , vacation time , discret ionary leave , 
employee stock ownership plans , and profit sharing pl ans . 
Some organi z ational employee fringe bene fit plans requi re 
the success ful complet ion of a speci fied probat ionary 
period before any bene f its are made ava i l able , which may 
include med ical and l i fe insurance plans . And in the 
case of a pre-exist ing med ical  condition , most group 
medical pl ans requ ire one year of service before the 
employee becomes e l igible for treatment ( Ib id . ) .  
Although fringe bene f its were j ust beginning to 
emerge during the l ast few years o f  Weber ' s  l i fe ,  he 
recogni z ed the ir potential to contribute to the b inding 
of employees to the i r  organi z at ions . He contended that : 
a rat ional bureaucratic administrat ion 
with the corresponding wel fare bene f its . . .  
( is in essence a )  shel l of bondage . . .  · 
reinforced by fettering every individua l 
to his  j ob . . .  ( through ) the system of 
fringe benef its ( Weber , 1 9 6 8 : 1 4 0 2 ) . 
Thus , fringe benef its not only served the instrumental ly 
rational interests o f  bureaucratic profess ional s  by 
· fettering their membersh ip to the organi z ation ' s  
impersonal and functional purposes , but a l so ev idenced 
value rat ional "wel fare" interests . 
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Fringe bene f its are soc ial . Because they 
represent an indirect , non-wage form of reward , suggests 
Gross ( 19 6 8 : 2 4 7 ) , they "must reflect some aspect o f  the 
soc iety ' s  general value system . " Examples of the soc ia l  
consequences o f  bene f its include providing for the old 
age security of the elderly through pension plans , or 
insuring the health and wel fare of fami l ies by dependent 
medical insurance coverage . 
Fringe bene f its are instrumental .  They funct ion 
to reta in members o f  the organization . In  the private 
sector , this trans lates into increasing productivity by 
reducing turnover ( Al l en , 19 64 : 3 9 ) . 
Fringe benef its are a recent development o f  the 
interrel ated processes of bureaucrat i z ation and 
profess iona l i z ation , al l occurring within the larger 
context of Western rational i zation . Benef its are 
recognized as one o f  many products from the interact ion 
of these processes , and can be understood in terms of how 
they rel ate to the d i f ferentiated structure of forma l 
organizations . 
Structural D i fferentiation 
Peter Blau ( 19 7 0 : 2 0 1-2 18 ) proposed a theory o f  
structural d i fferentiation that attempts t o  predict 
patterns of  rel ations between structural variables in 
forma l organizations . Derived from Weber ' s  treat ise on 
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bureaucracy , and from the empirica l results o f  a 
government bureau study , Blau ' s theory suggests that 
research should focus on the antecedents of structura l 
d i f ferentiation , as wel l  as its consequences . This  
theoretical orientation is useful to this  study o f  forma l 
organi zat ions , and i s  complementary to the orientat ion o f  
Weber thus
.
pursued . 
Blau ' s  conceptual i zat ion of the formal 
" structure " o f  organi zations represents a spec i f ic rather 
than general usage o f  the concept o f  soc ial structure . 
As de fined by Bl au , and as adopted in this study , 
structure assumes that : 
people d i f fer in status and social a f f i l iat ion , 
that they occupy d i f ferent pos itions and ranks , 
and that they belong to d i fferent groups and 
subunits of var ious sorts . The fact that the 
members of a col l ectivity are d i f ferent iated 
on the bas i s  of several independent dimens ions 
is the foundation of the col l ect ivity ' s  soc i a l  
structure ( Blau , 1 97 0 : 2 0 3 ) . 
The central concept o f  d i f ferent iat ion as de f ined 
by Bl au was adopted for the purposes of th is study , 
because it facil itated the operational i z ation o f  Weberian 
bureaucratic theory . Di fferentiation " re fers 
speci f ically to the number of structural components that 
are forma l ly distinguished in terms of any one criterion " 
( Ib id . : 2 0 4 ) . 
Weber ' s  treat ise on bureaucracy suggested several 
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dimensions o f  structural d i fferentiat ion in formal 
organ i z ations , including s i ze , complex ity , 
central i z at ion , formal i z at ion , and profess ional i z at ion . 
S i z e , or " the role of sheer quant ity as a leverage for 
the bureaucrati z at ion o f  a social structure , "  was seen as 
an important dimens ion o f  social organ i z ations ( Weber , 
19 6 8 : 9 7 1 ) . But contrary to the emphas i s  that Blau 
placed on this one d imens ion , Weber cons idered compl exity 
al so very important . Weber stated that : 
" Bureaucrat i z ation i s  stimulated more strongly , however ,  
by intens ive and qual itative expans ion of the 
administrat ive tasks than by their extens ive and 
quant itative increase " ( Ibid . ) .  Furthermore , Weber 
suggested that as these tasks become increas ingly 
complex , an assoc iated increase in profess iona l i z at ion 
was necessary to ma intain the growth of. 
bureaucrat i z ation , as developed earl ier in thi s  chapter .  
Another dimens ion spec ified by Weber that was 
essent ial · to establ i sh ing the superior calculabil ity and 
effic iency of the rat ional - l egal bureaucrat ic form o f  
social organ i z ation was associated with the extent to 
which an organi z ation underwent formal i zation of 
instrumental ly rational soc ial action . I n  a bureaucracy , 
"the reduct ion of modern o f f ice management to rules i s  
deeply embedded i n  i t s  very nature " ( Ibid . : 9 5 8 ) , as  i s  
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management "based upon written documents " ( Ib id . : 9 5 7 ) . 
Assoc iated with formal i z ation was the Weberian 
dimens ion of centra l i z ation . Unl ike traditional and 
charismatic authority structures ,  the authority in the 
purely rat ional - l egal type was vested in the formal i z ed 
system of instrumental ly rat ional social action , and not 
in the person of a rul er or hero , as developed earl ier in 
thi s  chapter .  Such a system al lowed for greater 
delegat ion of dec is ion-making to profess ional 
subordinates , who were requi red to exercise a "measure o f  
independence " and demonstrate " imaginative organi z ationa l 
capab i l ities " in the performance of the ir o f f ices ( Ib id . : 
14 04 ) . There fore , to the extent that subordinates were 
al lowed the authority to perform " independent dec i s ion­
making" ( Ib id . ) ,  a social system would exhib it the 
d imens ion of decentral i z ation or de legation of authority . 
In addit ion to these above five dimens ions o f  
structural di fferentiat ion , another dimens ion - that Blau 
uses i s  included that assoc iates increases in structural 
differentiat ion with " spatial " di fferentiation ( Blau , 
1 9 7 0 : 2 0 4 ) . This has been de fined as the extent to which 
a social organi zation staffs and ma inta ins phys ical 
locations that are geographically separated , .or exh ib it 
spatial distribut ion ( Price , 1 9 7 2 : 9 0 -9 1 ) . 
Bl au ' s  theory provides two genera l i z ations : 
1 .  Increas ing s i z e  generates structural 
d i f ferent iat ion in organ i z ations along 
various d imens ions at decelerat ing 
rates; and 
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2 .  Structural d i fferent iat ion in organi z at ions 
enlarges the administrat ive component 
( Blau , 1 97 0 : 2 1 3 ) . 
The first general i z ation has received a rel a t ive 
plethora of  crit ic i sm in the l iterature . The treatment 
by Blau of s i z e  as independent and antecedent to 
structural d i f ferentiat ion is problemat ic ( Gross and 
Etz ioni , 1 9 8 5 : 9 3; Beyer and Trice , 19 7 9 : 4 8; Kimberly , 
1 9 7 6 : 5 7 9 ) , as is  the assumption of structural 
d i f ferent iation increas ing at a decel erating rate 
( Sprecht , 1 9 7 3 : 4 8 0; Kasarda , 1 9 7 4 : 2 6 - 2 7; Hummon ,  1 9 7 5 : 
8 1 3 ) . I n  l ight of these criticisms , the suggest ions o f  
Hummon ( Ibid . : 8 2 2 ) and the pos ition of Weber were 
adopted . In this study s i z e  was incorporated into , and 
treated as one of s ix dimens ions o f  structural 
dif ferentiat ion . Futhermore , the curv i l inear . assumpt ion 
was rej ected in favor of a model which captures the 
general theoretical orientation of this study and its use· 
of structura l d i f ferentiation with more vigor , to the 
extent that it demonstrates the interrelations of 
dimens ions in associat ion with the ir antecedent 
influences ( e . g . , environment ) ,  mediat ing influences 
( e . g . , technology and union i z ation ) , and consequences 
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( e . g . , . fringe bene f its ) . 
Another l imitation in the construct ion of Blau ' s 
theory results from his fai lure to subsume h i s  theory 
under a more general theoretical orientation to improve 
upon its explanatory power ( Gross and Etz ioni , 19 8 5 ) . 
Because structural d i f ferent iation is not l inked to a 
broader theoret ica l  system having alternat ive sources o f  
emp ir ical support , Blau ' s genera l i z ations , a s  
constructed , are " supported only by the ir instances , "  and 
are seen as descript ive rather than explanatory ( Turner , 
1 9 7 7 : 2 1-2 5 ) . This l imitat ion was remedied in th is study 
by associat ing structural d i fferentiation with the 
development of Weber ' s  theory o f  bureaucracy , as it 
relates to the broad processes of rational i z ation and the 
emergence of the West . There fore , a re formul at ion and 
extens ion of Blau ' s  genera l i z ations ( propos it ions ) were 
necessary , as derived from the genera l Weberian 
theoretical orientation , and the recent empirical 
l iterature . 
Technology and Env i ronment 
A last shortcoming in Blau ' s  theory to be 
remedied by this study is the l ack of attention to 
environmental and technological  influences on the . 
structure of formal organi z ations ( Gross and Etz ion i , 
1 9 8 5; Gordon , 1 9 7 6 : 4 7 5 ) . For Weber , technology is an 
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important factor i n  the development of bureaucracy 
( Brubaker , 19 8 4 : 2 2 ) , and can act as a "pacemaker o f  
bureaucracy . • .  though alone it i s  not decisive " ( Webe r , 
19 6 8 : 9 7 3 ) . Furthermore , it is related to instrument a l ly 
rat ional soc ial act ion to the extent that it represents a 
rational "means " to a part icular social end ( Ib id . : 6 7 ) , 
such as the "possib i l ity o f  rationa l i z ing the method o f  
product ion" ( Ibid . : 4 3 6 ) . Pos sess ing both the qual it ies 
of " pacemaker" and "means " as used above suggests that 
technology and bureaucrat i z ation interact to influence 
the i r  outcomes .  
The environment influences both social 
organ i z ation and technology . In The Protestant Eth ic and 
the Spirit o f  Capital i sm ,  as wel l  as in his other works , 
Weber cal l ed attent ion to the " influences and causa l  
rel ationsh ips which can satis factori ly . be explained i n  
terms o f  react ions t o  env ironmental conditions " ( Weber , 
1 9 3 0 :  3 1 ) . Some env ironmental factors which influence 
social organi z ation include : levels of unempl oyment , 
which e f fects labor force supply for industry ( Weber ,  
19 5 0 : 1 6 4 ) ;  net-migrat ion , which has " been respons ible 
for radical changes in the economic system" (Weber , 1 9 6 8 : 
7 0 ) ; competit ion , which results in a social relationship 
between "participants who must mutual ly orient thei r  
act ion to each other "  ( Ib id . : 4 3 ) ;  and government 
regulation , as exhibited by the impacts of commercial , 
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fiscal , trade , and labor pol ic ies ( Weber , 19 5 0 : 3 4 3 - 3 5 1 ) . 
In addition to a focus on the antecedents o f  
structural d i f ferentiation , a s  wel l  a s  o n  the patterns o f  
relations between the dimens ions , Bl au ' s  theory concerned 
the consequences of structural d i f ferent iat ion . Although 
there are many poss ible consequences of structural 
d i f ferent iation in forma l organi z ations , fringe bene f its 
were a modern day outcome . 
Theoret ica l Model 
The fol lowing theoretical model ( see Figure 4 )  
summari z es the re lat ions between structural 
di fferentiation , technol ogy , and fringe benef its , as 
derived from the theoretical orientation and l iterature . 
Included are variable rel ationsh ips that are important 
toward the development of the explanatory framework , 
which are intended to st imulate future research ( i . e . , 
environment and union i z ation ) . 
Propos itions 
The fol lowing propos it ions were derived from the . 
theoret ical orientation and l iterature review to measure 
· the extent to which : 
1 .  Structural d i fferentiation determines fringe 
bene fits . 
la . Structural dif ferentiation determines 
fringe benef its , as mediated by the 
There fore , 
ex istence o f  a l abor union . 
lb . Structura l d i f ferentiation determines 
fringe bene fits within the contexts 
of spec i f ic industry technologies . 
lc . Structural dif ferentiation determ ines 
fringe bene fits in response to 
env ironmental influences ( as mea sured 
by unemployment rates ) . 
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The fol l owing research hypotheses wi l l  test 
the relationships between variables , control l i ng for 
unions , technology , and environment : 
1 .  The greater the organi z ational complex ity , 
the greater the fringe benefits . 
2 .  The greater the organi z ational 
decentra l i z ation , the greater the fringe 
bene f its . 
3 .  The greater the organi zational formal i z at i on , 
the greater the fringe bene fits . 
4 .  The greater the organi z ational spati a l  
distribut ion , the greater the fringe 
benefits . 
5 .  The greater the organi z ational s i ze , the 
greater the fringe bene f its . 
6 .  The greater the organi z ational 
profess ional i z ation , the greater the fringe 
bene f its . 
Environment : 
1 .  unemployment 
2 .  net-m igration 
3 .  competition 
4 .  government 
regulation 
FIGURE 4 
Theoret ical Model *  
Structural 
- - - - - - - - - - - - - - - - - -> 1 Di fferentiat ion : 
1 .  complex ity 
Fringe 
- -------- �1 Bene fits 
2 .  decentral . � 
3 . formal i zation ,' 
--� I Technology �-� 4 .  spatial ' 
5 .  s i z e  c=l 6 .  p:r:;ofessional . � ---� L.:::_j 
* Summary of the rel ationships between structural di-f ferentiation , technology 
unionization , environment , and fringe bene fits as derived from the 
theoretical orientat ion and l iterature . 
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CHAPTER IV 
RESEARCH METHODOLOGY 
This chapter presents the research methodol ogy 
used in this study . Described are the unit of  analys i s , 
the population under study , the research instrument , the 
dependent and independent variables , the mode o f  
analys is , and the obj ectives . 
Unit o f  Analys is 
Formal organi zations were the unit of analys i s  
employed i n  this study . This agreed with Blau ' s  ( 19 8 1 : 
1 1 3 - 1 14 ) recommendation that research should focus on the 
system of · interrel ated characteristics and processes 
attributed to organi z ations as ·a whole . Furthermore , 
such a focus assumed that organ i zations have global 
col l ective properties that often distinguish them from . 
the attributes of thei r  individual members ( La z arfeld and 
Menzel , 1 9 6 9 : 5 0 5 ) . 
More spec i f ical ly , formal organi z ations , a s  
opposed t o  informal organi zations , were of primary 
concern in this research . They represented a subset o f  
the universe of  rel ationships and processes encompassed 
by social  organi z at ion . Organizations were formal to the 
extent that they were des igned del iberately to 
coordinate the activities of many persons and to furni sh 
incentives for others to j o in them for . . .  the exp l ic it 
purpose of achieving certa in goals"  ( Blau and Scott , 
19 62 : 5 ) . 
Population Under Study 
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The population under study was a l l  private 
industry organ i z at ions in South Dakota which had ten or 
more employees . These parameters were estab l ished due to 
several. cons iderat ions . The threshold of 1 0  or more 
employees fol lowed the conclus ions derived from a study 
by Evers , Boblen , and Warren ( 19 7 6 : 3 4 1 ) . They found 
that formal organ i z ation theory was appl icable to 
organ i z ations that had 1 0  or more employees , but not to 
those hav ing fewer , where informal ity tended to 
predominate . 
Private industry organi z ations , rather than 
publ ic sector governmental organi z at ions , were the 
subj ect of this  study . There were two reasons fqr 
establ ishing this parameter . Because pub l ic .sector 
organi zation benef it packages were extens ively regul ated 
and standard i z ed ,  an analys is o f  the ir variabil ity in 
response to independent variable influences was 
cons idered to be less fruitful than with private sector . 
Furthermore , the Private I ndustry Council , who funded 
this  research , was not interested in state publ ic sector 
benef it plans that were a matter of publ ic record . They 
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excluded · funding research of known publ ic sector bene f it 
plans in favor of unknown private industry plans . 
A population rather than a sample was surveyed as 
speci f ied by the funding source . The population was 
ident i f ied through the cooperation of  the South Dakota 
Department of Labor by access ing their state-wide data 
base of l icensed bus i nesses . An original survey 
instrument was distributed to all organizat ions in the 
population , giving each an equal chance to be included in 
the survey results . 
Research Instrument and Data Col lection 
An obj ective , paper and pencil survey 
questionna ire was developed ( see Appendix B )  that asked 
questions related to the measurement of organi z at ional 
technology , structural d i fferentiat i on , union i z at i on , and 
fringe benef its . The instrument was initial ly developed 
from a review of the l iterature on organizations , and 
from a comparison of  several former instruments used to 
assess bene f its . Further refinement was obtained by 
subj ecting the instrument to the review and crit i c i sm o f . 
a panel of expert human resources practitioners . 
Expert Panel 
An expert panel was convened on three occas ions 
to review the development of the survey instrument both 
be fore and a fter pretesting . The seven experts were a l l  
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profess ional managers with expert ise i n  benef its 
admini strat ion , and were representatives o f  both spec i f ic 
industries and genera l industry-wide employment serv ice 
organizations . Included were managers of personnel in 
banking , wholesale trade , manu facturing , and 
hosp ital i zation , as wel l as managers o f  the South Dakota 
Job Service and the Brookings Area Career Learning 
Center . Furthermore , these experts were representat ive 
of both large and smal l organizat ions , which operated on 
a scale that was either local , statewide , national , or 
internationa l .  
Addit ional expert ise on survey construct ion , 
organ i z ational ana lys i s , and data process ing 
compatibil ity was obtained from a review of the 
instrument by the faculty of South Dakota State 
Univers ity ' s sociology Department and a methodologist 
with the Col lege of Agriculture and Biolog ical Sc iences . 
Thus ,  th is instrument bene fited from the j udgmental 
val idity of expert panel ists and faculty before and a fter 
pretesting . 
Pretest of Instrument 
The survey instrument was pretested us ing a non­
random , purpose ful sample of the 2 0  member organi z at i ons 
.
in the region who bel onged to the Brookings Area 
Personnel Association in December , 19 8 6 . Comments were 
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sol ic ited and obta ined from the participating 
organi z ations on questionna ire content , wording , and 
format . These comments were rece ived by return ma i l , or 
by thei r  part icipat ion in the January 1 9 8 7  Assoc iat ion 
meet ing , fol lowing the completion o f  the pretest . A few 
re f inements were made on the wording of  some items a s  a 
result o f  this process . 
Instrument Administrat ion 
The data base which ident i fied all  organi z at i ons 
fal l ing within the populat ion parameters was treated as 
proprietary informat ion by the South Dakota Department of 
Labor . Thi s  researcher was there fore denied free access 
to this informat ion . A compromise was reached whereby 
pre-packaged surveys were del ivered to Department o f  
Labor staff , who i n  turn , addressed and mailed them to 
all members in the populat ion on March . J ,  19 8 7 . 
A fo l l ow-up post card was ma i l ed one week 
fol lowing the survey ma i l ing to remind and encourage the 
cooperat ion of the organi z at ions in the population . Th is 
fol low-up resulted i n  eleven organi z ations requesting 
dupl icate surveys a fter cla iming that they· had not 
received them origina l ly .  Thus , the post card not onl y  
served as a reminder ,  but also a s  a check on the original 
ma i l ing to increase the l ikel ihood that all  members o f  
the population rece ived a n  opportunity to part ic ipate . . 
8 6  
A second survey ma il ing to nonresponding 
organi z ations in the populat ion was not fea s ible due to 
both budget and p i l ot proj ect report ing time constra ints . 
Thi s  l imitation was exacerbated by the inabil ity o f  thi s  
researcher t o  review the proprietary data base in order 
to identi fy respondents from nonrespondents ,  and thereby 
reduce cost and t ime a l l ocations in success ive mai l ings . 
Only distribut ions to the entire populat ion were 
permitted by the method ment ioned earl ier . 
Survey Promotion 
To encourage participation by organi z at ions , two 
methods of survey promot ion were implemented . First , in 
exchange for the ir cooperat ion , participat ing 
organi zat ions were promised and provided the results o f  
the fringe bene f it portion of the survey . Second , a 
popular me?ia campaign was orchestrated . News releases 
were widely distributed throughout the state to 
newspapers , radio , and televis ion media . These rel eases 
were fol lowed-up by telephone cal l s  to all  maj or state 
broadcasters in radio and televis ion . · As a result ,  the 
survey rece ived extens ive media coverage throughout the 
state . 
Survey Response 
3 , 57 9  organi z ations were identi fied in the South 
Dakota Department of Labor data base as having met the 
popul at ion parameters and were mai l ed a survey 
quest ionna ire . Of  thi s  number , 2 3 . 0  percent or 8 2 4  
organi z ations part icipated in this survey . 
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Returned surveys were reviewed to veri fy that the 
organi z ations fel l  within the populat ion paramete rs and 
were representative . During this process it was 
di scovered that j ust over one percent or 4 5  organi z at ions 
had to be excluded for fa i l ing to meet the minimum 1 0  
employee threshold parameter . Table 1 summari zes and 
compares the sample of 7 7 9  participating organ i z at ions 
with the population o f  organi z ations by industry . 
To establ i sh the representativeness of the sample 
in terms of the population parameters ,  the sample means 
were superimposed upon the populat ion means for the 
number of organ i z at ions by industry in Figure 5 .  I t  
appears from this graphic analys is that the sample means 
closely approximate the population means , except for 
minor over-representation by agriculture and . some under­
representation by wholesale industries . 
I ndependent Variables 
The independent variables in this study were o f  
four bas ic types . The f irst two directly addressed the 
probl em of th is study and were represented by the 
dimens ions of structural d i f ferentiation and by core 
technologies . The two other types of independent 
TABLE 1 
Mean Number of south Dakota Organi zations by Industry for Population and Sample 
Std . Industry Population Population Sample Sample 
Classi fication Number* Means Number Means 
Agriculture 3 5  1 . 0  3 4  4 . 4  
Mines 2 0  0 . 6  7 0 . 9  
Construction 193 5 . 7  64 8 . 2  
Manufacturing 3 3 0  9 . 8  9 0  1 1 . 6  
Transportation 2 4 8  7 . 4  7 5  9 . 6  
Wholesale 4 3 4  12 . 9  37  4 . 7  
Reta il 1062 3 1 . 5  2 2 7  2 9 . 1  
Finance 2 3 2  6 . 9  6 1  7 . 8  
* Source : South Dakota Labor Market Information Center 
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FIGURE 5 
South Dakota Organi z ations 
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variables , un ioni zation and environment , were included to 
test the possibil it ies for future research . 
Structura l D i fferentiat ion 
Based upon the theoret ical orientat ion and the 
l iterature rev iew , formal organ izations were structura l l y  
d i f ferent iated i n  this study on the bas i s  o f  s ix 
dimens ions . These independent variables of organi z at ion 
were operational i z ed as follows : 
1 .  Compl exity .  This variable re ferred t o  the 
extent to wh ich the divis ion of labor has deve loped in an 
organ i z ation . It was measured by the total number o f  j ob 
titles as a proport ion of  the tota l number of  employees .  
2 .  Decentral i z ation . This variable re ferred to 
the extent to which the authority to make dec is ions in an 
organi z ation has been del egated . It was measured by the 
number of supervisors , managers , and executives as a 
proportion of  the total number of employees . 
3 .  Formal i z at ion . This  variable re ferred to the 
extent to which the norms of an organ i z at ion were 
expl icit . It was measured by the five indicators o f  
forma l i z ation wh ich most frequently occurred i n  the 
l iterature ( i . e . , the existence of an employee handbook , 
personnel pol icies and procedures manual , organ i z at ional 
chart , written j ob descriptions , or the lack of  these 
measures ) ,  and as a proportion of the total of these 
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indicators . 
4 .  Spatial D istribut ion . Thi s  variable 
represented what Merton ( 19 68 : 3 7 6 )  referred to a s  the 
" ecological structure" of an organi z ation . Organ i z ations 
increased in this value to the extent that they sta f fed 
and ma inta ined operating s ites in other South Dakota 
locat ions , other states , and internationally . As 
measures of this variable , these three indicators were 
treated as binary variables in the regress ion 
computat ions . 
5 .  S i z e . Thi s  variable referred to the sca l e  o f  
operat ions of  a n  organi z at ion . 
the total number of  employees . 
I t  was operationa l i z ed as 
To compare this total to 
that of other organ i z at ions , it was measured as a 
proport ion of the total number of  employees in the state 
who worked for organi z at ions within the population 
parameters . 
6 .  Profess iona l i z ation . Thi s  variable referred 
to the extent to which the members of an organi z at ion 
exhibit high ski l l s  and · relat ive autonomy in the 
structuring of the i r  act ivities . Salaried employees were 
suggested in the l iterature review and the theoret ical 
orientat ion to exhibit these characteristics . 
Profess ional i z at ion was measured in th is study by the 
total number of salaried employees as a proportion of the 
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total number of  employees i n  the organi zat ion . 
Technology 
Technol ogy in this  study referred to " the work 
performed by the organi z ation" ( Scott , 19 8 1 :  2 0 8 ) . As 
suggested in the l iterature review ,  industries exhib ited 
core technologies which have been categori z ed into 
Standard Industry Class i f ications . These nine 
class i f icat ions were used as binary variables in the 
regress ion computations to study the e ffects o f  
technology , i n  assoc iat ion with structural 
di f ferentiation , on dependent fringe benef its . These 
standardized variables were : 
1 .  Agriculture , Forestry and Fisheries 
Industries ; 
2 .  Mining and Quarrying Industries ; 
3 .  Construct ion Industry ; 
4 .  Manufacturing .Industry ; 
5 .  Transportation , Communicat ions , and Publ ic 
Uti l ities Industries ; 
6 .  Wholesal e  Trade Industry ; 
7 .  Reta il  Trade Industry ; 
8 .  Finance , Banking , Insurance , and Real Estate 
Industries ; 
9 .  Other Industries ( not l isted above ) . 
I n  another phase of  this analys is , the Standard 
Industry Class i fications were aggregated into the three 
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categories o f  primary , secondary , and tertiary industries 
as speci f ied in F igure 2 .  One category was then analyzed 
while the other two were control led , with the results 
between categories compared a fter computations were 
completed . 
Un ioni z at ion 
The existence of an organi z ed labor col lect ive 
barga ining unit within an organi z at ion , or union i z at ion , 
was suggested in the l iterature review to be assoc i ated 
with fringe bene f its . For this study , unionizat i on was 
treated as an independent binary variable during 
regress ion computat ions , in assoc iation with structural 
di f ferent iation , to test its effects on dependent fringe 
bene fits . 
Environment 
Scott ( 19 8 1 :  1 6 5 )  has concluded that when 
organi z ations were the unit of analysis , it suf f i ces for 
research purposes to treat environment as a ·� res idua l  
category . " Envi ronment , as developed i n  the theoreti ca l  
orientation and l iterature review ,  re ferred t o  those 
influences that were external to the structure and 
technol ogy of  the organi z at ion . I n  this  study , one 
indicator of environment -- the unemployment rate -- was 
used to test the assoc iations between environment , 
technology , structural d i f ferent iation , and dependent 
9 4  
fringe benefits , a s  speci f ied i n  the theoretical model in 
Chapter I I I . Unemployment rates for organ i z at ions 
located in d i f ferent count ies have been summar i z ed in 
Table 2 .  
Dependent Variable 
The dependent variable in this study was employee 
fringe bene f its . Included were benef its and incent ives , 
other than wages for t ime worked , that were prov ided to 
employees in whole or part by their employers . Lega l ly 
requi red employer contributions to social insurance , 
inc luding social security , unemployment compensat ion 
insurance , and workers ' compensation insurance , were 
excluded as a " fringe " in this study due to the i r  
involuntary nature and uni form appl icabil ity t o  a l l  
employers . 
The organi zationa l fringe bene fit plan was 
treated in this study as a dependent variable with 3 9  
indicators . These indicators were represented by 
spec i f ic fringe bene fits which were ident i fied from a 
review of  the l iterature , former bene fit surveys , and by 
the expert panel described earl ier in this chapter .  
These indicators have been l isted in Table 3 .  
Relative We ighting of  Benefit Indicators 
In order to compare organi z at ions that exhibited 
d i fferent combinat ions of  these indicators in the ir 
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TABLE 2 
March 1 9 8 7  Unempl oyment Rates for South D&kota Count ies * 
County Rate County Rate 
Aurora 2 . 4  Hyde 5 . 5  
Beadle 5 . 4  Jackson 4 . 2  
Bennett 2 . 9  Jerauld 3 . 0  
Bon Homme 3 . 1  Jones 6 . 0  
Brookings 5 . 9  Kingsbury 5 . 4  
Brown 5 . 8  Lake 4 . 4  
Brule 3 . 7  Lawrence 5 . 6  
Buf falo 1 0 . 5  Lincol n 4 . 1  
Butte 7 . 2  Lyman 5 . 7  
Campbel l  6 . 1 McCook 2 . 6 
Charles Mix 4 . 7 McPherson 3 . 0  
Clark 5 . 2  Marshal l  4 . 4 
Clay 4 . 3  Meade 4 . 8  
Codington 4 . 8  Mel l ette 7 . 1  
Corson 6 . 9  Miner 5 . 2 
Custer 5 . 4  Minnehaha 3 . 5  
Davison 2 . 8  Moody 5 . 3 
Day 5 . 0  Pennington 4 . 6  
Deuel 7 . 3  Perkins 1 . 2 
Dewey 6 . 2  Potter 3 . 0  
Douglas 4 . 6  Roberts 6 . 7  
Edmunds 6 . 0  Sanborn 5 . 0  
Fa l l  River 6 . 0  Shannon 7 . 9  
Faulk 2 . 9 Spink 2 . 8 
Grant 5 . 5  Stanley 3 . 3  
Gregory 3 . 5  Sul ly 1 . 4  
Haakon 4 . 4  Todd 6 . 0  
Haml in 5 . 4  Tripp 3 . 2  
Hand 3 . 9 Turner 4 . 3  
Hanson 4 . 0  Union 7 . 8  
Harding 5 . 8  Walworth 5 . 0  
Hughes 3 . 1  Yankton 2 . 8  
Hutchinson 3 . 5  Z iebach 4 . 1  
* Source : South Dakota Job Service , Brookings O f f ice 
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TABLE 3 
Mean Scores on 3 9  Indicators of  Fringe Benef its as Ranked 
by Directors from the Personne l & Industrial Relat i ons 
Assoc iation of Los Angel es ( N=5 1 ) and Members of the 
Brookings Area Personnel Associat ion , South Dakota ( N=1 3 ) 
Fringe Bene f it 
Medical 
Vacation , Pa id Days Off 
Dependent Medica l 
Pension 
Denta l 
Hol idays , Paid Days Off 
Profit Sharing 
4 0 1K De ferred Income Savings 
S ick Leave , Pa id Days O f f  
Annual Bonus 
Dependent Health Ma int . Org . 
Li fe I nsurance 
Health Ma intenance Org . 
Long Term Disabil ity 
Employee Stock Ownership 
Vis ion Care 
Drug Prescript ion Card 
Col lege Tuit ion 
Short Term Disabil ity 
Flex ible Bene f its 
Ret ired Med ical 
Severance Pay 
Bereavement Pa id Days Off  
Psychological Treatment 
De ferred Compensat ion 
Length of  Serv ice Awards 
Personal Leave , Pa id Days 
Alcohol/ Drug Treatment 
Ret i red Li fe Insurance 
Re ferral Bonus ( Recru itment ) 
Employee Suggest ion Awards 
Attendance Bonus 
Low I nterest Loans 
( cont inued next page ) 
Los Angeles 
8 . 6 3 
8 . 4 9 
7 . 8 0 
7 . 6 2 
7 . 6 2 
7 . 5 3 
7 . 2 8 
7 . 2 0 
7 . 1 6 
7 . 1 4 
6 . 9 2 
6 . 8 8 
6 . 7 2 
6 . 5 9 
6 . 1 3 
5 . 9 0 
5 . 9 0 
5 . 8 2 
5 . 7 3 
5 . 67 
5 . 18 
4 . 9 8 
4 . 8 8 
4 . 8 4 
4 . 7 8 
4 . 7 7 
4 . 7 4 
4 . 5 4 
4 . 4 9 
4 . 2 5 
4 . 0 9 
4 . 0 5 
4 . 04 
Brookings 
8 . 7 7 
8 . 6 9 
8 . 0 0 
7 . 6 7 
7 . 0 0 
7 . 54 
5 . 8 5 
5 . 0 0 
7 . 7 7 
6 . 2 3 
4 . 67 
7 . 3 8 
4 . 8 3 
7 . 3 1 
4 . 6 7 
5 . 3 1 
5 . 4 2 
5 . 5 0 
7 . 0 0 
6 . 5 0 
5 . 6 9 
5 . 2 3 
6 . ·2 3  
4 . 8 5 
4 . 0 0 
5 . 1 5 
5 . 9 2 
5 . 6 2 
5 . 0 0 
3 . 1 5 
5 . 4 6 
6 . 2 3 
4 . 4 6 
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TABLE 3 ( Continued ) 
Mean Scores on 3 9  Indi cators of Fringe Bene fits as Ranked 
by Directors from the Personnel & Industrial Rel at ions 
Assoc iat ion of Los Angeles ( N=5 1 )  and Members of the 
Brookings Area Personnel Assoc iation , South Dakota { N= 1 3 ) 
Fringe Bene fit 
Elect ive Abortion Coverage 
Mil itary Leave , Pa id Days 
Jury Duty , Pa id Days O f f  
Weekend Work Pa id Lunch 
Birthday , Pa id Day O f f  
Auto Insurance 
/ 
Los Angeles 
3 . 2 4 
3 . 1 2 
3 . 0 6 
3 . 0 2 
2 . 7 1 
2 . 6 8 
Brookings 
2 . 2 3 
4 . 54 
5 . 2 3 
3 . 5 4 
2 . 2 3 
3 . 9 2 
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fringe bene fit plans , and thereby account for variat ion 
in dependent fringe benefits , it was necessary to deve lop 
a system of relat ive we ight ing of indicators . Thi s  
method was re ferred t o  by Babb ie ( 19 8 6 : 3 7 1 )  a s  
"dif ferential we ighting , "  and was t o  be used when there 
were compel l ing reasons to suggest that indicators 
- differed in re lative value . 
Past research had re l ied upon the cost of the 
bene fit to assess its relat ive importance . I n  l ight o f  
the theoret ical orientation of bene fits i n  Chapter I I I , 
this relat ive cost method appeared inadequate . For 
example , an employer paid day off for a vacat ion day , a 
sick day , or a bereavement day costs the organi z at i on the 
same dol lar amount , but fa iled to indicate the rel at ive 
importance of these three fringe bene fit indicators . 
The method used in this study .to relat ively 
weight these indicators was to survey human resources 
practit ioners who were responsible for fringe bene fit 
plan admini stration in the ir organ i z ations . Judgmental 
val idity of expert knowledge and experience was assumed 
in the abi l ity of these practitioners to rank the 
indicators in terms of how they funct ioned to attract and 
reta in employees . Kerl inger ( 19 7 3 : 4 5 8 -4 5 9 ) observed 
that " competent " j udges can val idate the content of items 
being we ighed in terms of the ir presumed 
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representat iveness o f  the universe be ing measured ( i . e . , 
fringe bene fits ) .  
Toward th is purpose , a paper and penc il  survey 
questionna ire was devel oped ( see Appendix C ) , which 
represented an adaptat ion of a portion of the original 
research instrument used in this study . A purpos ive 
sample of 100 practit ioners having the title o f  d irector 
was drawn in July , 1 9 8 7 , from the current membership 
directory of the Personnel and Industrial Relations 
Association , a three-thousand member organ izat ion located 
in the greater metropol itan Los Angeles area o f  
Cal i fornia . 5 1  percent completed and returned the i r  
ma iled quest ionna i re .  
To account for poss ible regional and 
nonmetropol itan d i f ferences in the ranking of bene f its , a 
second survey was admini stered to the members of the 
Brookings Area Personnel Assoc iation at their February 
198 8 meeting held in  Brookings , South Dakota . . Al l 1 3  
practiti oners in attendance compl eted and returned the 
questionna ire . 
The mean rankings of the 3 9  indicators of fringe 
benefits for these two groups have been provided in Table 
3 . To test i f  these two groups were representat ive o f  
the same population of experts i n  terms of the ir rankings 
of the indicators of benef its , the fol lowing nul l  
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hypothesis was advanced : 
There is no s ign i ficant d i f ference between the 
two groups in the ranking of fringe bene f it s . 
A t-stat istic of "paired comparisons " procedure 
was used to test the nul l  hypothes i s  ( SAS Inst itute I nc . , 
198 5a : 7 9 9 - 8 0 0 ) . Rosenthal and Rosnow ( 19 8 4 : 2 6 4 )  
referred to this method as a "matched-pair t test , " which 
was recommended for · establ ishing i f  two measurements 
d i f fered systemat ica l ly . A t of . 4 7 was obta ined , which 
was ins ign i f icant at the . 05 level ( p= . 6 3 ) . There fore , 
the nul l  hypothes i s  was not rej ected , which suggested 
that there was no s igni f icant dif ference between the 
pa ired sets of scores for the two groups . 
Index of Organi z ational Benefits 
Be fore the weighted indicators could be summed to 
establ ish an index of fringe bene fits for each 
organ i z ation , it was necessary to account for the assumed 
di f ferences in bene f its between hourly and salaried 
empl oyees . The method used was to treat the number o f  
hourly and sala ried employees proport ionately i n  terms o f  
how each contributed t o  the total organi zational bene fit 
plan . In conj unction with the weighted indicators , the 
fol lowing index of organi z at ional bene fits formul a was 
used to operationa l i ze fringe benefits : 
Index OB = ( � wi s )  ( S/H+S ) + ( � wih ) ( H/H+S ) 
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Where , w r s  and wih represent the �e ighted Indexes for 
�al aried and hourly ; and s and H represent the tot a l  
number of �alaried and Hourly employees of a given 
organi z at ion . 
Nul l Hypothes i s  
The fol lowing null hypothes i s  was tested at the 
0 . 0 5 l eve l of s ign i f icance . 
The patterns o f  the independent variables o f  
structural d i f ferent iat ion and technol ogy for 
private industry organi z at ions in South Dakota 
will not contribute s igni f icantly to the 
expl anat ion of observed changes in employee 
fringe bene f its . 
Mode of Ana lys is 
The fo l lowing discuss ion spec i fies how the 
central obj ect ive of thi s  study was accomplished , in 
terms of the completion of the three subordinate 
obj ect ives . These obj ectives were employed to answer the 
bas ic research question regard ing the extent to wh ich the 
structural dif ferent iat ion and the technol ogy of private 
industry organi z at ions were rel ated to employee fringe 
bene f its in South Dakota . 
Stat istical methods employed in this study 
included descript ive tables , a map , and graphs which 
summarized the data on structura l di f ferentiation , 
technol ogy , and fringe benefits in South Dakota . 
Multiple Pearson Correlat ion Coeffic ients were included 
1 0 2  
i n  this · ana lys is t o  determine the extent of the 
assoc iat ion between the variables of structura l 
different iation and fringe benef its . This a l l owed for 
the test ing of the nul l  hypotheses , and to observe the 
ef fects of d i f fering technologica l contexts ( i . e . , 
controll ing for primary , secondary , and tertiary 
industries ) on the patterns o f  relations between 
structura l dif ferent iat ion and fringe bene f its . 
Un ivariate mult iple l inear regress ion ana lys i s , 
which was implemented through a computerized SAS LEAPS 
procedure , was used for determining opt ima l subsets o f  
independent predictors o f  fringe benefits . This method 
of analysis  obta ined a spec i fied number of subset 
regress ion model s which exhibited the largest r2 
stat ist ics for each subset s i z e , from one to the total 
number of regressors ( SAS Inst itute Inc . , 1 9 8 5b : 5 ) . I n  
addit ion t o  ana lyz ing the relationships speci fied in the 
bas ic research problem , addit ional variables . spec i f ied in 
the theoretical model in Chapter I I I  ( i . e . , union i z ation 
and environment ) were a l so analyzed in order to establ i sh 
additiona l l inks w ith the theory and l iterature , and to 
suggest direct ions for future research . 
After the survey questionna ires had been 
admini stered and the data coll ected , the data were 
analyzed us ing the above stat istical methods by computer . 
The 0 . 0 5 level o f  s igni f icance was used to test the r2 
and F va lues . 
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Central Objective 
The central obj ective was to examine whether a 
model represent ing the modi fication and synthes i s  o f  
Weber ' s  theory o f  bureaucracy and Blau ' s theory o f  
structural different i ation could b e  appl ied t o  
understanding the general increase and spec i f ic 
variations of empl oyee fringe bene fits in formal 
organizations . Thi s  was accomp l i shed through the 
completion of three subordinate obj ectives . 
Subordinate Obj ect ive One . This obj ective was to 
describe patterns of structura l d i f ferentiation , 
technology , and employee fringe benefits as they occur in 
South Dakota . 
This obj ective was accompl ished in thi s  study by · 
the tables , graphs , and a map provided in Chapter V ,  and 
in the report developed by Krueger and Kono ( 19 8 7 ) for 
the Private Industry council  entitled : Empl oyee Fringe 
Benefit Survey of South Dakota Private Empl oyers ( see 
Appendix A) . 
Subordinate Obj ect ive Two . This obj ective was to 
investigate i f  there was an assoc iation between 
structural different iation and technology in relat ion to 
employee fringe bene f its . 
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. . This obj ect ive was accompl ished in th i s  study , 
with the results i l lustrated in Chapter V of thi s  
dissertat ion . Multiple Pearson Correlation Coe f f icients 
were computed to invest igate these associat i ons , and 
hypotheses were tested . The effects of three 
technologica l contexts ( i . e . , controll ing for primary , 
secondary , and tertiary )  on the patterns o f  as soc iations 
between structural di f ferent iation and fringe bene f its 
were tested us ing these correlation coefficients . 
Subordinate Obj ect ive Three . This obj ect ive was 
to deve lop and test a theoretical framework that can 
serve as a model for future organi z ational studies . 
This obj ect ive was accomplished in thi s  study , 
with the theoret ical framework and model having emerged 
from the development o f  the Theoretical Orientat i on ( see 
Chapter I I I ) . Results of  the test of the theoretical 
framework and model appear in Chapter V,  which progressed 
through four incrementa l stages of stat istical analys i s , 
using univariate multiple l inear regress ion analys i s . 
Opt imal subsets o f  hypothe s i z ed re lationships were 
obta ined at each stage and compared to the relat i onships 
spec i f ied in the model . 
In  summary , the central obj ect ive , as 
accompl ished through the three subordinate obj ect ives , 
resulted in descriptive summaries , the testing o f  
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hypotheses , the ident i f icat ion of opt imum subsets o f  
hypothes i zed relationships , and the development and test 
of a theoretical framework . Furthermore , empirical 
l inkages were establ i shed between the l iterature and the 
theoret ical framework and model . 
CHAPTER V 
FINDINGS 
Introduct ion 
Thi s  chapter presents the find ings on the central 
obj ective of this study in terms of the accompl i shment of 
the three subordi nate obj ectives . First , patterns o f  
structural d i f ferentiat ion , technology , and empl oyee 
fringe benef its were described in tables , graphs , and a 
map in thi s  chapter , and in the report developed by 
Krueger and Kono ( 19 8 7 ) for the Private Industry Counc i l . 
Second , multiple Pearson Correlation Coefficients were 
computed to determine the assoc iation between structural 
di fferentiation and technology in relat ion to employee 
fringe benef its . Hypotheses were tested , and results 
reported . And thi rd , the theoretical . framework and model 
which emerged in Chapter I I I  were tested using univariate 
mul t iple l inear regress ion analys i s . 
Included in thi s  study was the analys i s  o f  two 
sample subgroups o f  organ i z ations . Univariate multip l e . 
l inear regress ion was used to compare and contrast the 
patterns of assoc iations obtained for structural 
d i fferenti ation and fringe bene fits by these two groups . 
Subordinate Obj ect ive One 
This obj ective was to describe patterns o f  
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structural di fferent iation , technology , and fringe 
bene fits as they occurred in South Dakota . Tab l e s , 
graphs , and a map were used to accomplish thi s  obj ect ive 
in thi s  chapter and in a report by Krueger and Kono 
( 19 8 7 ) which appears in Appendix C .  
Organi z ations and Bene f its by County 
For il lustrative purposes , the frequenc ies and 
county di stribut ions of  organi z ations in thi s  study have 
been represented in Figure 6 .  As can be ascerta ined from 
this SAS computer generated map o f  South Dakota , those 
count ies with the h ighest survey part icipat ion ( i . e . , the 
highest map elevations and darkest grid patterns ) were 
general ly those that had the greatest concentrat ions o f  
populat ion i n  the state . 
To il lustrate the distributions and l eve l s  o f  
fringe benef its , the mean scores for the index o f  
organi zational benef its ( IndexOB ) have been super imposed 
on each of  the count ies . Caution should be . exerci sed 
when comparing count ies aga inst the ir mean index o f  
organi zationa l bene f its . Mean scores for count ies that. 
had a small  number o f  organizations appeared infl ated 
when the mean was influenced by an exceptional case . 
Exceptional cases may be ident i fied by reviewing the 
measures of central tendency for fringe benef its by 
county as presented in Appendix D .  
FIGURE 6 :  South Dakota Count ies 
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Patterns of Structural D i f ferent iat ion and Bene f its 
Descript ive patterns of structural 
di fferent iation in association with fringe bene f it s  for 
South Dakota organ i z ations ( N=7 7 9 ) were dep icted us ing a 
mean index of organi z ationa l benef its interval o f  1 0  in 
Table 4 .  To better i l lustrate these patterns as 
hypothes i z ed in thi s  study , a series of SAS computer 
generated l ine graphs have been provided in F igures 7 
through 1 1 . Five of the s ix hypothes i z ed relation sh ips 
with fringe bene f its have been graphed , including 
complexity , decentra l i zat ion , forma l i z ation , s i z e , and 
professiona l i z ation . Excluded was
-
spat ial distribut ion , 
which , because of its binary variable operationa l i z at i on , 
could not be analyzed us ing this method . 
Compl exity .  The pattern o f  assoc iation between 
complex ity and fringe benef its was hypothes i z ed as : the 
greater the organ i z ational complexity , the greater the 
benef its . Although there appeared to be some variation 
in thi s  pattern when graphed , this rel ationship was 
dep icted by the results of this descript ive techni que in 
F igure 7 .  
Decentral i z at ion . The pattern of assoc iat ion 
between decentral i z at ion and fringe benefits was 
hypothes i zed as : the greater the organi z ational 
decentra l i z ation , the greater the fringe benefits . 
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TABLE 4 
Structural Dif ferent iat ion and Employee Fringe Bene fits 
For Organi zations in South Dakota 
Variable 
IndexOB ( under 10 ) * *  
Profess ional izat ion 
Complexity 
S i z e  
Decentral i zation 
Forma l i zation 
Indexo� ( 1 0 -19 ) * *  
Profess iona l i z ation 
Complexity 
S i ze 
Decentra l i zation 
Formal i z at ion 
IndexOB ( 2 0 - 2 9 ) * *  
Profess ional i zation 
Compl exity 
S i z e 
Decentral i z ation 
Forma l i zation 
IndexOB ( 3 0 - 3 9 ) * *  
Profess iona l i zation 
Complexity 
Si z e  
Decentral i z at ion 
Forma l i z ation 
IndexOB ( 4 0 - 4 9 ) * *  
Profes sional i z ation 
Complexity 
Size  
Decentra l i z ation 
Forma l i z ation 
IndexOB ( 5 0 - 5 9 ) * *  
Pro fess iona l i zation 
Complexity 
Si ze 
Decentral i z ation 
Forma l i zation 
N 
5 1  
5 1  
5 1  
5 1  
5 1  
5 1  
3 8  
3 8  
3 8  
3 8  
3 8  
3 8  
4 8  
4 8  
4 8  
4 8  
4 8  
4 8  
7 5  
7 5  
7 5  
7 5  
7 5  
7 5  
8 4  
8 4  
8 4  
8 4  
8 4  
8 4  
1 0 2  
1 0 2  
1 0 2  
1 0 2  
1 02 
1 0 2 
Mean* 
3 . 2 7 0 9 1  
0 . 0 3 8 2 3 
0 . 0 0 0 0 0  
0 . 0 0 0 1 5  
0 . 0 8 9 4 7  
0 . 14 2 1 5 
14 . 8 9 8 2 4  
0 . 0 9 1 6 3  
0 . 0 0 2 8 7  
0 . 0 0 0 14 
0 . 12 8 6 0  
0 . 2 5 6 5 7  
2 4 . 5 8 4 3 3  
0 . 1 1 08 3 
0 . 0 0 6 0 4  
0 . 0 0 0 19 
0 . 12 4 9 8 
0 . 3 6 4 58 
3 5 . 17 2 0 5  
0 . 18 8 5 4  
0 . 0 0 5 0 5  
0 . 0002 1 
0 . 14 2 7 2  
0 . 3 3 6 6 6  
4 5 . 5 4 1 3 0  
0 . 2 2 4 8 8  
0 . 0 0 5 4 3 
0 . 0 0 0 2 3 
0 . 14 1 6 2  
0 . 3 2 7 3 8  
5 4 . 8 19 9 0  
0 . 2 5 1 2 0  
0 . 0 1 1 15 
0 . 0 0 0 2 6 
0 . 1 6 1 3 2  
0 . 4 2 4 0 1  
Std . Deviation 
3 . 7 0 
0 . 0 5 
0 . 0 0 
0 . 0 0 
0 . 0 6 
0 . 2 3 
1 . 9 9 
0 . 1 1 
0 . 0 1 
0 . 0 0 
0 . 0 7 
0 . 3 4 
2 . 7 9 
0 . 1 0 
0 . 0 1 
0 . 0 0 
0 . 07 
0 . 3 8 
2 . 8 5 
0 . 18 
0 . 0 1 
0 . 0 0 
0 . 0 7 
0 . 3 6 
2 . 5 5 
0 . 19 
0 . 0 1 
0 . 0 0 
0 . 0 7 
0 . 3 6 
2 . 9 6 
0 . 2 1 
0 . 0 2 
0 . 0 0 
0 . 1 0 
0 . 3 8 ) 
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TABLE 4 ( cont inued ) 
Structural Different iat ion and Employee Fringe Bene f its 
For Organ i z ations in South Dakota 
Variable N Mean* Std . 
IndexOB ( 6 0 - 6 9 ) * *  1 2 0 64 . 6 1 0 0 7  
Profes s ional i z at ion 1 2 0  0 . 3 4 10 3  
Complexity 1 2 0 0 . 0 09 2 6 
S i ze 1 2 0 0 . 0 0 0 4 1 
Decentra l i zation 12 0 0 . 1 5 3 8 8  
Formal i zation 12 0 0 . 4 8 3 3 3  
IndexOB ( 7 0  + ) * *  2 6 1  9 0 . 7 6 8 4 5  
Profess iona l i z ation 2 6 1  0 . 3 0 9 1 5  
Complex ity 2 6 1  0 . 0 2 0 3 4  
S i z e  2 6 1  0 . 0 0 0 6 1  
Decentral i z at ion 2 6 1  0 . 1 6 9 9 9  
Forma l i zation 2 6 1  0 . 6 3 8 8 8  
*Mean scores were used t o  compute l ine graphs . 
* * Levels of variables by tens of IndexOB . 
Dev iat ion 
2 . 8 4 
0 . 2 7 
0 . 0 1 
0 . 0 0 
0 . 1 0 
0 . 3 5 
1 8 . 2 6 
0 . 2 4 
0 . 0 2 
0 . 0 0 
0 . 1 1 
0 . 3 3 
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F igure · a  demonstrated a relat ionship o f  this type , but 
with much variation in the l ine graph . 
Forma l i z at ion . The pattern of assoc iat ion 
between forma l i z at ion and fringe benefits was 
hypothes i zed as : the greater the organizational 
formal i z ation , the greater the fringe benefits . The l ine 
graph in Figure 9 re flected thi s  association , although 
there appeared a plateau in the middle of the 
distribution between two marked increases . 
S i z e . The pattern of associat ion between s i z e  
and fringe benef its was hypothes i zed as : the greater the 
organi z ational s i z e , the greater the fringe bene f its . 
This assoc iat ion was depicted in Figure 10 , which 
furthermore appeared to be curv�l inear . 
Pro fess ional i zation . The pattern of assoc iat i on 
between profess iona l i z ation and fringe benef its was 
hypothes i z ed as : the greater the organi zational 
profess ional i zat ion , the greater the fringe . bene f its . 
Figure 1 1  tends to demonstrate this relationship , 
although there appeared one point of decl inat ion at the· 
highest level . 
In summary , thi s  descript ive analys is suggested 
that there was an assoc iation between structural 
d i fferentiation var iables and fringe benefits . Al though 
there were some spec i fic variations in each of the l ine 
1 1 4  
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graphs , overa l l  the associations appeared to be 
cons i stent with the hypotheses . 
Technology and Benef its 
1 1 8 
The pattern o f  assoc iation for spec i f ic contexts 
o f  technology , as represented by the eight Standard 
Industry Class i f icat ions , and fringe benefits was 
devel oped in Table 5 and graphed in F igure 1 2 . I t  
appeared from the tabl e  and graph that , with the 
exception of construct ion and retail  industries , bene f its 
increased when moving from primary to secondary to 
tertiary industries ( see Figure 2 for thi s  categori z at ion 
of industries ) .  For example , agr!culture was surpassed 
by manufacturing , whi ch in turn was exceeded by f inance 
in level s of fringe benef its . The depressed values o f  
construction and reta il  were of later importance in the 
sel ect ion of optimal subsets of predictors , where 
negative regress ion coe f f ic ients were obta ined and were 
s igni f icant toward predicting fringe bene fits ( see Table 
1 2 ) . This last f indi ng establ ished a l inkage between the 
descriptive and inferential findings for technol ogy in 
thi s  study . 
Summary of Find ings 
Patterns o f  structural differentiation and 
technology were descript ively analyzed in the ir 
association with fringe benefits . Although there were 
1 1 9 
TABLE 5 
Average Empl oyee Fringe Bene fits by Standard I ndustry 
Class i f ication for South Dakota Organi z ations 
Industry N Mean* Std . Dev i ation 
Agriculture 3 4  5 6 . 2 1 2 8 . 3 2 
Mining 7 5 1 . 5 3  2 9 . 3 0 
Construction 6 4  4 0 . 3 6  2 5 . 6 7 
Manufacturing 9 0  7 0 . 0 1 2 6 . 7 2 
Transportation 7 5  7 1 . 14 3 1 . 2 0  
Wholesale Trade 3 7  7 0 . 7 4 - 2 1 . 3 9 
Reta i l  Trade 2 2 7  4 5 . 8 4 2 8 . 4 5 
F inance 6 1  8 6 . 2 0 2 9 . 3 6 
*Mean scores were used to compute l ine graphs . 
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many speci fic variations il lustrated for each structural 
d i f ferentiation variable ,  general ly they re flected 
patterns that were cons istent in their relationship with 
fringe benef its as was hypothes i zed .  Furthermore , 
patterns of assoc iat ion within spec i fic technol og ie s  for 
fringe bene f its were establ ished that appeared cons i stent 
with the theoret ical framework and model . Excluded in 
these findings was a test of spatial distribut i on , which 
would be remedied i n  the analyses provided by the 
accomp l i shment of the next two obj ectives . · 
Subordinate Obj ect ive Two 
Thi s  obj ective was to inv�stigate i f  there was an 
inferential assoc iati on between structural 
d i fferentiation and technol ogy in relation to fringe 
bene fits . To accompl i sh this obj ective , multiple Pearson 
Correlation Coe ff ic ients were computed to determine the 
association between structural d i f ferentiation and fringe 
benef its . Furthermore , to account for the e ffects o f  
structural di fferentiation on bene fits within the 
contexts of spec i f ic technologies , _ primary , secondary , 
and tertiary categories o f  Standard Industry 
Class i f icat ions were ident i f ied and treated separately 
( i . e . , one category was analyzed while two were 
controlled ) . And f inal ly , the hypotheses were tested 
us ing the correlation coef ficients and s igni ficance 
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levels obta ined in the analys is of the populat i on samp l e . 
Structural D i f ferent iation and Bene fits 
Mult iple Pearson Correlation Coe ffic ients were 
computed to determine the assoc iation between structural 
d i f ferent iation and fringe bene fits for the samp l e  
( N=7 7 9 ) obta ined in this study . Al l six structural 
d i f ferentiation variables were found to be s ign i f icantly 
correlated with fringe bene f its at the . 0 5 level and have 
been summar i z ed in Table 6 .  
Technology. Structural D i f ferent iation , and Bene f its 
To analyz e the assoc iat ion between structural 
di fferentiation and fringe bene fits within the contexts 
of spec i f ic technologies , multiple Pearson Correlat i on 
Coefficients were computed for the three categories o f  
industries ( see F igure 2 for this categori z ation ) . The 
results of these computations have been summar i z ed i n  
Tables 7 ,  8 ,  and 9 .  
When correlation coe f f icients were obtained for 
primary industries ( Table 7 ) , only three structura l 
d i fferentiation variables were s igni ficantly assoc iated 
at the . 0 5 level with fringe benefits . When secondary 
industries were analyz ed ( Table 8 ) , the number o f  
correlation coe f f icients that were s igni ficant a t  the . 0 5 
level increased to f ive . Only when tertiary industries 
were analyzed ( Table 9 )  were all s ix structural 
TABLE 6 
P earson Correlat i on C o e f f i c i ents o f  P a t t erns o f  S t ruc tural 
D i f f erent iat ion and F r inge Benef i t s  f o und in this S t udy (N= 7 7 9 )  
D e c en t  S i z e  C omp l ex Formal Pro f e s s  S p a t ial 
D ec ent 
S iz e  - . 0 9 3 8 *  
Comp l ex . 1 8 9 2 *  
Formal 
. 1 0 2 2 *  
. 2 6 9 0 *  
P ro f es s  . 3 3 3 7 *  - . 0 3 7 4  
Spat ial - . 0 4 0 5  . 1 7 3 4 *  
IndexO B * *  . 1 9 0 4 *  o 3 1 7 8 *  
. 40 5 5 *  
. 1 7 3 6 *  
. 06 4 7  
o 35 3 9 *  
* S ignifican t  a t  t he . 0 5 l eve l 
. 08 3 1 *  
. 1 7 0 9 *  - . 0 1 2 0 
. 4 2 5 1 *  . 3 2 0 9 *  
* *  IndexOB deno t e s  Ind ex o f  Organiz a t ional B ene f i t s  
TABLE 7 
. 3 1 0 5 *  
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P earson C o r r e l a t ion C o e f f i c ient s  o f  P a t t e rns o f  S t ruc tural 
D i f f er en t iat ion and F r in g e  B en e f i t s  for P r imary Indus t r i e s  (N=4 1 )  
D e c en t  
D e c ent 
S i z e  . 1 5 9 3  
C omp lex o 2 1 6 0  
Formal . 05 2 1 
P ro f e s s  . 2 2 88 
S p a t ial . 0 7 8 0  
IndexOB . 2 3 9 6  
S i z e  C omp lex Formal 
. 04 1 6 
. 34 7 9 * . 5 3 9 3* 
. 04 4 0  . 1 4 3 6  . 1 08 8 
. 3 9 6 4 *  . 1 6 2 6  . 0 3 9 2  
. 4 7 5 4 *  . 1 7 7 2 . 4 5 9 5 *  
* S ign i f i c ant a t  t h e  . 05 level 
* * P r imary indus t ri e s  wer e  d e f ined in Figure 2 
P ro f e s s  S p a t i a l  
o 0 3 6 6  
. 3 2 7 1 *  . 1 4 0 2  
12 4 
TABLE 8 
P ea r s on C o rrelat ion C o e f f i c ie n t s  o f  P a t t erns o f  S t ruc tural 
D i f feren t iat ion and Fr inge Benef i t s  f o r  S e condary Indus t r i es * *  
(N= 1 5 4 )  
D e c ent S i z e  C omp lex Fo rmal P r o f e s s  S p a t ial 
Dec en t  
S i z e  - . 2 4 0 5* 
Comp lex . 2 2 3 0* . 2 4 2 8 *  
Formal - . 04 0 2  . 4 7 30 *  . 4 3 1 4 *  
Pro f es s  . 4 1 2 8 *  .. 0 1 0 7  . 3 1 7 8 *  . 2 3 5 2 *  
Spat ial - .  1 0 7 4  . 3 1 5 0* . 1 7 6 1 *  . 3 1 3 9 *  . 1 1 9 8  
IndexOB . 0 7 6 5  .. 4 4 6 6 *  . 3 7 00 *  . 6 2 9 6 *  . 3 2 5 7 *  .. 4 8 0 1 *  
* S ignif icant a t  the .. 0 5  l evel 
* *  Se condary indus t r ies were d e f ined in Figure 2 
TABLE 9 
P earson Co rrela t i on C o e f f i c ient s  o f  Pat t erns o f  S t ruc t ur a l  
D i f f er ent iat ion and Fr inge B en e f it s  for Tert iary Indus t r i e s ** 
(N=400 ) 
Decent 
Decent 
S i z e  - . 0 2 9 5  
Comp lex . 2 2 0 3 *  
Formal . 06 8 5  
P r o f es s  . 39 98 *  
S i z e  Comp l ex Formal P ro fe s s  S p a t ial 
. 09 7 5  
. 2 2 7 9 * .. 4 0 0 7  
. 00 5 1 . 2 0 9 7 *  . 10 5 4 *  
Spat ial . 1 3 6 6 *  . 05 9 0  . 2 3 3 5 *  - . 00 9 6  
IndexO B  . 1 9 5 5* .. 3 2 5 5 *  . 39 2 4 *  . 4 7 6 6 *  . 32 4 2 *  . 3 1 4 2 *  
* S igni f ic ant a t  the . 0 5 level 
** Tert iary indus t r i es were d e f ined in F i gure 2 
different iation variables s igni f icant in thei r  
association with fringe benefits . 
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Caut ion should be exercised when comparing these 
f ind ings for spec i f ic technologies with those obta ined 
for the population sample ( N=7 7 9 ) .  18 4 organ i z at i ons 
were not included in the technological analys i s  because 
they fel l  into an " other" category and could not be 
pl aced into one of the three technol ogical catego r i es . 
Test o f  Hypotheses 
The results obtained from the multiple Pearson 
Correlation Coe f f ic ients computed for the populat ion 
sample ( N=7 7 9 ) summari z ed in Table 6 were used to test 
the hypotheses in thi s  study . The hypotheses were stated 
in the nul l  form , were tested at the . 05 level o f  
s igni ficance , and included the correlation coe f f i c i ents 
in the fol l owing summary of findings . 
Nul l  Hypothes is · 1 .  There i s  no assoc iat ion 
between organ i z ational complexity and fringe bene f its . 
The correlation coef ficient was 0 . 3 5 3 9 1  whi ch was 
s ign i f icant at the . 0 5 level . The nul l  hypothes i s was 
rej ected . There fore , the greater the organ i z at i onal 
complexity , the greater the fringe benefits . 
Nul l  Hypothes is 2 .  There i s  no associat ion 
between organiz at ional decentra l i z ation and · fringe 
bene fits . 
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The correlation coe f ficient was 0 . 1 9 0 4 1 which was 
s ign i f icant at the . 0 5 level . The nul l hypothes i s  was 
rej ected . There fore , the greater the organ i z at ional 
decentral i z ation , the greater the fringe benef its . 
Nul l  Hypothes is 3 .  There is no assoc iat ion 
between organi z at iona l formal i z ation and fringe bene f its . 
The correlation coefficient was 0 . 4 2 4 1 1  whi ch was 
s igni ficant at the . 0 5 level . The nul l  hypothes i s  was 
rej ected . There fore , the greater the organ i z at i ona l 
formal i z ation , the greater the fringe bene fits . 
Nul l  Hypothes is 4 .  There is no associat i on 
between organi z at iona l spat ial distribut ion and fringe 
bene f its . 
The correlat ion coefficient was 0 . 3 1 0 5 5  whi ch was 
s igni ficant at the . 0 5 level . The nul l  hypothes i s  was 
rej ected . There fore , the greater the organi z at i onal 
spatial distribution , the greater the fringe bene f its . 
Nul l  Hypothesis 5 .  There is no  associat ion 
between organi z ational s i z e  and fringe benef its . 
The correlation coef fic ient was 0 . 3 1 7 8 4  whi ch was 
s igni ficant at the . 0 5 level . The nul l  hypothes i s  was 
rej ected . There fore , the greater the organi zational 
s i z e , the greater the fringe benefits . 
Nul l  Hypothesis 6 .  There is no ass·oci at i on 
between organi z ational pro fessional i z ation and fringe 
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bene f its . 
The correlat ion coe fficient was 0 . 3 2 0 9 9  wh ich was 
s igni ficant at the : o 5 l evel . The null hypothes is was 
rej ected . Therefore , the greater the organi z at ional 
profess ional i zation , the greater the fringe bene fits . 
Summary of F indings 
An association between the s ix variables o f  
structural d i fferentiation and fringe benefits obta ined 
support through the accompl ishment of this obj ective . 
Al l s ix nul l  hypotheses were rej ected , which supported 
the assoc iat ions stated in the research hypotheses . 
Furthermore , findings were repor�ed for the variations in 
results that occurred within the contexts of spec i fic 
technologies . 
Subordinate Objective Three 
Th is obj ective was to develop and test a 
theoretical framework that can serve as a model for 
future organi z ational studies . The theoretical framework 
and model emerged from the development of the Theoret ical 
Orientation of thi s  dissertation (see Chapter I I I ) . This 
framework and model were tested here using univariate 
multiple l inear regress ion analysi s , which identi f ied 
optimum subsets of predictors of fringe bene f it s . 
This analys is progressed through four stages of 
model development , which were intended to approximate the 
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stages of devel opment inherent i n  the construction o f  the 
theoret ical propos it ions . This incremental proces s  
allowed for the analys i s  and assessment o f  the predi ctive 
contribut ion of each model component as it was added to a 
central subset o f  predictors . 
stage I :  Structural D i f ferent iation and Bene f its 
In thi s  stage the central optimal subset of 
predictors was identi fied us ing univariate multip l e  
l inear regress ion analys is . This subset was central to 
the theoretical framework and model , and represented the 
extent to which structural d i fferent iation determined 
fringe bene fits in thi s  study . �he findings devel oped 
from the analys is of the popul ation sample o f  
organi z ations ( N=7 7 9 ) and were summari z ed in Table 1 0 . 
It was found that the optimal subset was 
comprised of al l six hypothes i z ed relat ionships between 
structural d i f ferentiat ion and fringe benef its . The 
predictor variabl es were s ign i ficant at the . 0 5 l evel , 
and expla ined about 4 0  percent of the variation in 
dependent fringe bene f its . These results suggested 
support for the theoretical framework and model , and 
measured the extent to which structural d i f ferentiat i on 
expla ined variation in fringe benefits . 
Stage I I : Un ioni zation Included in Analys is 
In thi s  stage o f  the analysi s , unioni zation was 
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TABLE 1 0  
Optima l Subset o f  Structural D i fferentiation Pred ictors o f  
Fringe Benef its as Determined b y  Univariate Mul tip l e  
Linear Regress ion Analys i s  for Organi z ations in South 
Dakota ( N=7 7 9 ) 
Theoretical Model Subset : 
Structural 
D i f ferentiation > 
Fringe 
Bene f it s  
Opt imal Regress ions with 6 Predictors : 
r2 = 0 . 3 9 9 5 6  
Predictor 
Complex 
Decent . 
S i z e  
Formal 
Spat ia l * *  
Profes s 
Coeffic ient 
0 . 2 3 0 8 D+ 0 3  
0 . 3 4 7 7 0+02  
0 . 7 5 17 0+ 0 4  
0 . 19 5 6D+ 0 2  
0 . 1 6 8 7 D+ 0 1  
0 . 3 2 0 1D+ 02  
Regress ion equat ion formula : 
Therefore , 
Intercept = 0 . 2 7 3 5 D+ 02  
F-Ratio 
2 3 . 6 0 *  
1 3 . 9 8 *  
5 4 . 1 0 *  
60 . 2 6 *  
63 . 9 3 *  
68 . 5 1 *  
Bene f its = 2 7 . 3 5 + 2 3 0 . 8  x Complex + 3 4 . 7 7 x Decent + 
7 5 17 . 0  x S i ze + 19 . 5 6 x Formal + 1 . 6 8 7  x 
Spat ial + 3 2 . 0 1 x Profess 
* S igni f icant at the . 05 level 
* *  Binary variab l e/ other state locations 
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added to the central subset o f  pred ictors to investigate 
the extent to which structural dif ferentiation 
determined fringe bene f its as mediated by the exi stence 
of a labor union . The population sample o f  organi z ations 
( N=7 7 9 ) was ana lyzed and the findings were summar i z ed in 
Table 1 1 . 
It was found that all s ix hypothes i z ed 
relationships o f  structural d i f ferentiation cont inued to 
contribute s ign i ficantly to the explanation of variat ion 
in fringe bene f its at the . 0 5 level . The addition o f  
union i z at ion was also reported a s  s ign i f icant a t  the . 0 5 
l evel , but when compared to the · results obtained in Stage 
I of thi s  analysis , union i z at ion lent l ittl e  to the 
subset in its explanat ion of variat ion in dependent 
bene f its . The r2 o f  0 . 4 04 7 1 obtained with the inclus ion 
of union i z ation did not substant ial ly improve upon the r2 
o f  . 3 9 9 5 6  found with the original subset in Table 1 0 . 
Stage I I I : Technology Included in Analysi s  
In thi s  stage of the analys is , technology , a s  
represented by the e ight standard Industry 
Class i ficat ions , was included for computation . Th i s  was 
accompl i shed to investigate the extent to which 
structural d i fferentiation determined fringe bene f its 
. within the contexts of spec i f ic technologies . Although 
unionizat ion had contributed ,l ittle to the expl anation of  
) 
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TABLE 1 1  
Opt imal Subset o f  Structural Di f ferent iation and 
Unioni z ation Predictors of Fringe Benefits as Determined 
by Univariate Mul t iple Linear Regress ion Analys i s  for 
Organ i z ations in South Dakota ( N=7 7 9 ) 
Theoret ical Model Subset : 
Structural 
Different iation -----� 
Optimal Regress ions with 7 Predictors : 
Fringe 
Bene f its 
r2 = 0 . 4 04 7 1  Intercept = 0 . 2 7 1 4 D+ 0 2  
Predictor 
Complex 
Decent 
S i z e  
Formal 
Spatial * *  
Profess 
Union 
Coe ffic ient 
0 . 2 18 2 D+ 0 3  
0 . 3 3 4 7 D+ 02  
0 . 7 4 2 9 D+ 0 4  
0 . 1 9 7 3 D+ 0 2  
0 . 1 6 17 D+ 0 1  
0 . 3 2 7 7 0+ 0 2  
0 . 1 0 9 3 0+ 0 2  
Regress ion equat ion formula : 
There fore , 
F-Rat io 
2 1 . 0 3 *  
13 . 02 *  
53 . 1 7 *  
6 1 . 7 0 *  
58 . 2 3 *  
7 1 . 9 0 *  
6 . 67 *
. 
Bene fits = 2 7 . 14 + 2 18 . 2  x Complex + 3 3 . 4 7 x Decent + 
7 4 2 9 . 0  x S i z e + 19 . 7 3 x Formal + 1 . 6 17 x 
Spat ial + 3 2 . 7 7 x Profess + 1 0 . 9 3 x Union 
* S igni ficant at the . 0 5 level 
* *  Binary variab l e/ other state locations 
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depe.ndent benef its i n  stage I I , i t  rema ined a part o f  
thi s  analys i s . The sample used in this analys i s  ( N= 5 9 5 }  
excluded 18 4 organ i z ations because they had been reported 
as " other" in the survey , and did not fal l  into one o f  
the Standard Industry Class i fications . The results were 
summar i z ed in Table 12 . 
It was found that all s ix structural 
d i f ferent iat ion variables as hypothes i z ed conti nued to 
contribute s igni ficantly to the explanat ion o f  fringe 
benef its at the . 0 5 level . Union i zation was found to 
completely drop out of the opt imal subset and was 
determined to be ins igni ficant at the . 0 5 level with an 
F-rat io of 3 . 59 .  Two of the eight Standard Industry 
Clas s i f ication var iabl es were determined by th i s  
procedure t o  be s ign i f icant a t  the . 0 5 l evel , and 
contributed substantially to the subset of predi ctors and 
their explanation of variat ion in dependent .fringe 
bene fits . Thei r  inclusion in the subset . allowed for an 
additional 9 percent of explained variance , which 
suggested support for the technological component o f  the 
theoretical framework and model . 
Stage IV : Envi ronment Included in Analys is 
In the f inal stage o f  this analys is , env ironment 
was included to investigate the extent to which 
structural d i fferentiation determined fringe bene f its in 
) 
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TABLE 12  
Optimal Subset of Structural Di f ferent iat ion and 
Technol ogy Predictors of Fringe Bene fits as Determined by 
Univariate Multip l e  Linear Regress ion Analys i s  for 
Organi z ations in  South Dakota ( N=5 9 5 ) * *  
Theoret ical Model Subset : * * *  
Technology Structural 
D i f ferentiation 
Opt imal Regress ions with 8 Predictors : 
-� Fringe Bene f its 
r2 = 0 . 4 9 4 2 7  Intercept = 0 . 3 8 3 7 0+02  
Predictor 
Complex 
Decent · 
S i z e  
Formal 
Spatia l * * * *  
Pro fess 
Construction 
Reta i l  Trade 
Coe f ficient 
0 . 1 3 5 0D+ 0 3  
0 . 2 7 2 6 0+ 02  
0 . 7 5 6 00+ 0 4  
0 . 2 6 7 10+0 2  
0 . 1 5 5 2 0+0 1 
0 . 2 4 7 00+0 2  
- 0 . 1 6 4 7 0+ 0 2  
- 0 . 1 4 8 7 0+ 0 2  
Regres s ion equation formul a :  
Therefore , 
F-Ratio 
6 . 04 *  
6 . 1 4 *  
3 4 . 7 0 *  
8 1 . 0 6 *  
4 4 . 1 1 *  
2 5 . 1 3 * 
2 5 . 6 2 *  
4 8 . 9 3 *  
Benef its = 3 8 . 3 7 · + 1 3 5 . 0  x Complex + 2 7 . 2 6 x Decent + 
7 5 6 0 . o x S i z e  + 2 6 . 7 1 x Formal + 1 .  5 5 2
. 
x 
Spat ial + 2 4 . 7 0 x Profess - 1 6 . 4 7 x 
Construct ion - 1 4 . 8 7 x Reta il Trade 
* S igni ficant at the . 0 5 level 
* *  1 8 4  " other" organi z ations were excluded 
* * *  Union was not opt imal and dropped out o f  subset 
* * * *  Binary variabl e/ other state locations 
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respbnse to environmental influences as measured by 
unempl oyment rates . Al l of the predictors included in 
Stage I I I  of this  analys is were included in thi s  
computat ion , as was the above sample of organi z at i ons 
( N=5 9 5 ) . 
It was found that environment , as measured by 
unemployment rates , was insign i ficant at the . 0 5 l evel in 
a l l  of the subsets of predictors where it appeared in the 
univariate multiple l inear regress ion analys i s . F-ratios 
obta ined ranged from 1 . 2 3 to 1 . 5 8 ,  which were 
substant ially bel ow the minimum F-ratio of 3 . 8 4 needed to 
establ ish s ign i ficance at the . 0 5 level . There fore , no 
support was obta ined in this  study for the extent to 
which structural d i f ferentiation determined fringe 
bene fits in response to environmental influences . 
Subgroup Analys is 
Included in thi s  study was the analys is of two 
subgroups o f  organi z ati ons that were d i f ferent in 
employee compos ition . One group was represented by 8 4  
organiz at ions that were composed . of predominantly 
salaried employees , with no hourly employees reported . 
The other group of 8 2  organi z ations was represented by 
the oppos ite employment characteristics . Univariate 
mult iple l inear regress ion analys is was appl ied to these 
two subgroups to determine the d i fferences that exi sted 
) 
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i n  terms o f  the opt imal subsets o f  the s ix hypothes i zed 
relat ionships . 
Salaried Subgroup 
It  was found in the analys is of the salaried 
employee organiz at ions that an optimal subset o f  
predictors was obtained for only four o f  the hypothes i z ed 
relationships used to measure the extent to which 
structural d i fferentiation determined fringe bene f its . 
Complexity , spatial  distribution , professiona l i z at ion , 
and forma l i z at ion were s ignif icant at the . 0 5 l evel and 
expla ined 57 percent of the variation in dependent fringe 
bene f its ( r2 = . 57 1 1 0 ) . 
When a plot o f  the res iduals for forma l i z at ion 
was conducted ; a curv i l inear relat ionship emerged from 
the distribut ion o f  the data points . To assess the 
effects that this rel ationship had on dependent fringe 
bene f its , a cub its technique was appl ied to the 
forma l i z ation variable with the f indings . summar i z ed in 
Table 1 3 . Thi s  f inal analys is of the salaried subgroup 
produced an exp l a ined variance of . 6 1 6 0 6  that was 
s igni ficant at the . 0 5 level . 
Hourly Subgroup 
An ana lys i s  was conducted on the subgroup of 
organ i z ations that were composed of hourly emp l oyees , 
with no salaried employees reported . The optimal _ subset 
) 
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TABLE 1 3  
Salaried Employee South Dakota Organi z ations * * : Opt imal 
Subset of Structural Di fferentiation Predictors o f  Fringe 
Benefits as Determined by Univariate Multiple Linear 
Regression Analys i s  ( N=8 4 ) 
Theoretical Model Subset : 
Structural 
D i fferentiat ion ---� 
Fringe 
Benefits 
Optimal Regress ions with 6 Predictors : 
r2 = 0 . 6 1 6 0 6  
Predictor 
Complex 
Spatial * * *  
Profes s  
Formal 
Formal 2 * * * *  
Formal 3 * * * *  
Coef f icient 
0 . 2 8 78 D+ 0 3  
0 . 6 0 6 2 D+ 0 1  
0 . 3 4 8 7 D+ 0 2  
0 . 1 3 660+ 0 3  
- 0 . 3 4 3 5D+0 3  
0 . 2 3 1 9 D+ 0 3  
Regress i on equat ion formula :  
Therefore , 
Intercept = 0 . 2 5 2 8 D+ 0 2  
F-Rat io 
7 . 8 3 *  
2 1 . 9 6 *  
2 9 . 8 7 *  
9 . 8 2 *  
8 . 8 1 *  
9 . 0 1* 
Benefits = 2 5 . 2 8 + 2 8 7 . 8  x Complex + 6 . 0 6 2  x Spat ial + 
3 4 . 8 7 · x Profess + 1 3 6 . 6  x Formal - 3 4 3  . • 5 x 
Formal 2 + 2 3 1 . 9  x Formal 3 
* S igni ficant at the . 0 5 level 
* *  No hourly employees reported for these organi z at i ons 
* * *  Binary variable/ internat ional locations 
* * * *  Curvil inear relat ionship tested and obtained 
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o f  predictors determined in this ana lys is was represented 
by complexity , decentral i zation , and forma l i z at ion ( see 
Table 14 ) . This  optimal subset of hypothes i z ed 
relationships was s igni ficant at the . 05 l eve l , but only 
explained 2 3  percent of the variation ( r2 = . 2 3 2 2 7 ) in 
fringe bene f its . 
Summary o f  Findings 
This chapter presented the findings on the 
central obj ective of this study as accompl i shed through 
the three subordinate obj ect ives . Patterns o f  structural 
d i fferent iati on , technology , and fringe bene f its were 
described , hypotheses were tested , and the theoretical 
framework and model that emerged from Chapter I I I  were 
investigated . 
In general , the results from the f irst two 
obj ectives tended to support the hypothes i z ed 
relationships between structural different iation and 
fringe benef its . Furthermore , patterns _ o f  rel at ionships 
between structural d i fferentiation and fringe bene f its 
varied within speci f ic technol ogical contexts , and 
contributed two optimal subset predictors that accounted 
for an increased exp l ained variation in fringe bene fits . 
And finally , the theoretical framework general ly rece ived 
support from the modeled rel at ionships that were central 
to the statement of the problem ,  but not for those 
) 
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TABLE 14 
Hourly Employee South Dakota Organi zations * * : Optimal 
Subset of Structural Di fferent iation Predictors o f  Fringe 
Bene fits as Determined by Univariate Mult iple Linear 
Regress ion Analys is ( N=8 2 ) 
Theoret ical Model Subset : 
Structural 
D i f ferentiation > 
Fringe 
Benef its 
Optima l Regressions with 3 Pred ictors : 
r2 = 0 . 2 3 2 2 7  
Predictor 
Complex 
Decent 
Formal 
coeffic ient 
0 . 5 5 0 8 D+ 0 3  
0 . 1 1 2 5 D+ 0 3  
0 . 1 7 4 6D+ 0 2  
Regression equation formula : 
Therefore , 
Intercept = 0 . 7 6 8 4 D+ 0 1  
F-Ratio 
4 . 3 1 * 
9 . 5 3 *  
4 . 7 1 * 
Benef its = 7 . 6 8 4  + 5 5 0 . 8  x Complex + 1 12 . 5  x Decent + 
1 7 . 4 6 x Forma l 
* S igni ficant at the . 05 level 
* *  No salaried employees reported for these 
organi z at ions 
) 
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relationships that were included to investigate the 
poss ibil ities for future research ( i . e . , union i z at ion and 
env ironment ) .  
) 
CHAPTER VI 
SUMMARY AND CONCLUS IONS 
The obj ectives in this study were used in thi s  
chapter as a framework for the summari zat ion o f  the 
f indings . Fol l owing these summaries , a section o f  
conclus ions that were suggested by the findings appear , 
including imp l icat ions and l imitations of the research , 
as wel l  as recommendations for future research . 
Summary by Objectives 
The central obj ect ive 1n this  study was to 
examine whether a model represent ing the mod i fication and 
synthes i s  o f  Weber ' s  theory of bureaucracy and Blau ' s 
theory of structural d i f ferentiat ion could be appl ied to 
understanding the genera l increase and spec i fic 
variat ions of employee fringe bene f its in formal 
organ i zations . Thi s  was accompl ished t�rough the 
completion of the three subordinate obj ectives . 
Subordinate Obj ective One : 
To describe patterns of structural 
d i fferentiation , technology , and employee fringe bene f 1ts 
as they occurred in South Dakota . 
Structural Differentiation . Descript ive patterns 
of structural d i f ferentiation in assoc iat ion with fringe 
benef its for South Dakota organiz ations have been 
) 
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summari z ed in Table 4 and i l lustrated in F igures 7 
through 1 1 . The tabled and graphed patterns o f  
association between structura l differentiat i on variabl es 
of complexity , decentra l i z ation , formal i z at ion , s i z e , and 
professional i z at ion , and dependent fringe benef its 
appeared to be cons istent with those antic ipated in the 
theoretical framework and model . 
Technol ogy .  Patterns o f  assoc iation w ithin 
spec i fic technol ogies for fringe benefits were summarized 
in Table 5 and graphed in Figure 12 . When the e ight 
Standard Industry Cl ass i f ications were tabled and graphed 
for South Dakota organizations � it appeared that bene f its 
increased when moving from primary to seconda ry to 
tert iary industries ( see Figure 2 for this categori z ation 
of industries ) .  Exceptions to this trend were for the 
construction and reta i l  industri�s , which exhibited 
depressed va lues . These two industries wer� o f  
importance in the analys is developed unQer S ubord inate 
Obj ect ive Three . They appeared to be cons i stent with the 
selection of opt imal subsets of - predictors , where 
negative regress ion coefficients were obta ined and 
s igni ficant toward predict ing fringe benef its ( see Table 
1 2 ) . This finding suggested a l inkage between the 
descriptive and inferential findings for techno l ogy in 
this research . 
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Subordinate Obj ective Two : 
To investigate i f  there was an inferent i a l  
assoc iation between structural di f ferent iation and 
technology in relation to fringe bene f its . 
Structural D i f ferentiation . Patterns o f  
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assoc iation between structural di f ferentiation and fringe 
benef its for South Dakota organi z at ions were summar i z ed 
in Table 6 .  Al l s ix o f  the structural di f ferenti at ion 
variables were found to be signi ficantly correl ated with 
fringe bene fits . 
Technol ogy .  The associations between structural 
di fferentiation and fringe bene fits within the contexts 
of speci f ic technolog ies were summarized in Tables 7 ,  8 ,  
and 9 .  These were computed for each of the three 
categories of industries of primary , secondary , and 
tertiary ( see F igure 2 for this categori z ation scheme ) . 
This ana lys is revealed that a move from primary 
to secondary to tertiary industries was assoc iated with 
increasing numbers o f  structural d i f ferentiat ion 
variables be ing sign i f icantly correlated with fringe 
benefits . Only three were significant for primary . 
industries ( Table 7 ) , whi l e  secondary showed f ive ( Tabl e  
8 ) , and tertiary reported a l l  six ( Table 9 ) . 
Hypotheses Tested . A test of the nul l hypotheses 
was performed for the s ix structural d i f ferent i at i on 
variables of complexity , decentral i z ation , formal i z ation , 
) 
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spatial distribut ion , s i z e , and profess iona l i z at ion in 
the ir assoc iat ion with dependent fringe bene f its . Al l 
six nul l  hypotheses were rej ected , which supported the 
associations stated in the research hypotheses . 
Subordinate Obj ective Three : 
To devel op and test a theoretical framework that 
can serve as a model for future organi z at ional studies . 
Theoret ical Framework and Model . The theoret ical 
framework and model emerged in Chapter I I I  f rom the 
deve lopment of the Theoretical Orientation o f  thi s  
dissertation . The empirical test of this  framework and 
model was summari z ed by stages of analys is in Tabl es 1 0 , 
1 1 , and 12 . 
In the f i rst stage o f  the analys i s , i t  was found 
that a l l  six hypothesized relationships between 
structural d i f ferentiation and fringe benef its were 
s ign i f icant , and cons istent with the theoreti ca l  
framework and model ( Table 1 0 ) . These s ix structural 
d i f ferentiat ion and fringe bene fits relationships were 
signif icant throughout al l analys is stages , and 
represented the optimal subset . of  predictors in the 
regression equat ions when unionization ( Tabl e  1 1 )  and 
technology ( Tabl e  12 ) were included . 
Union i z at i on and environment , which were included 
in the model to investigate the possibil ities for future 
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research , had not received support in this  study . It may 
be that un ion i z ation o f  organizations in South Dakota , as 
compared with higher leve ls of unionization in other 
states , was too l imited to determine its influence on the 
variat ion in fringe bene f its . Environment , as measured 
by unemployment rates , obta ined results which were 
ins ign i ficant . 
Subgroups Analyzed . Two subgroups o f  
organi z at ions were ident i f ied and analyzed in terms o f  
the theoret ica l framework and model . A subgroup o f  
salaried empl oyee organizations , wh ich had no hourly 
employees , was compared with a- subgroup of organi z ations 
having the oppos ite employee characteristics . An optima l 
subset of four of the six hypothes i z ed rel ations were 
found s igni ficant in expla ining over 60 percent o f  the 
variation in fringe bene f its for . the salaried subgroup 
( see Table 1 3 ) . For the hourly subgroup , only three 
structural d i fferenti at ion variables were s ign i f icant , 
and substant i a l ly less of an explanation o f  variance was 
obta ined at 2 3  percent . 
Conclus ions 
The fol l owing conclus ions were drawn from the 
summary of findings . 
Structural D i f ferent iation 
Al l s ix hypothes i z ed relationships were found to 
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be · s igni f icantly correlated . The greater the complexity , 
decentral i z at ion , forma l i z ation , spat ial distribution , 
s i z e , and profess ional i z ation , the greater the f ringe 
bene fits . Furthermore , the tabled and graphed patterns 
of assoc iations between structural differentiat i on 
variables and fringe bene fits appeared to be cons istent 
with these findings , as well  as those antic ipated in the 
theoretical framework and model . 
Technology 
Within the contexts of speci fic technol og ical 
categories , as level s  o f  technol ogy increased from 
primary to secondary to tertiary , increas ing numbers of 
s igni f icant assoc iations between structural 
d i f ferent iation and fringe benefits occurred . This  
fol l owed the theoret ical orientation where Weber 
contended that the devel opment of technology was 
important to the devel opment of bureaucracy ( as measured 
in th is study by structural di fferentiation ) . 
When graphed , both construct ion and reta i l  
industries were except ions and exhib ited depressed . values 
that varied with thi s  general trend . Furthermore , 
s ign i ficant negative regress ion coef ficients were 
obta ined for these two industries that were cons i stent 
with the graphed rel ationships . The depressed fringe 
bene f it values for the construction industry may be 
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attributed to the seasonal labor demands o f  thi s  industry 
in South Dakota , where the theorized fettering o f  workers 
to the organi z ation would be ne ither desirable nor 
efficient during severe winters . In a geographica l  area 
having a more temperate cl imate , it is suggested that 
this industry would more closely approximate the trend 
establ ished in th is study . 
The depressed fringe benef it values for the 
reta i l  industry may re fl ect a disproport ionate number of 
lower ski l led temporary workers , part-t ime workers , or 
"pink-col l ar" workers of restaurants and salons . I t  
would b e  interesting to determine i n  another study i f  
these forms o f  employment were overrepresented by youth 
and women , and underrepresented in fringe bene f its . 
Kerbo ( 19 8 3 : 5 4 -5 6 ) has suggested that age and sex form a 
bas is for status inequal ity in th� divis ion o f  labor , and 
that youth and women have been di sproportionate ly 
del egated to the lesser ski lled j obs . It  fol l ows , from 
our theoret ica l pos ition in this study , that the l esser 
ski l l ed j obs would have lower benefits than those 
requ i ring higher ski l l s . 
Theoretical Framework and Model 
An important contribut ion of this research has 
been the modi f ication and synthesis of Weber ' s  theory of 
bureaucracy and Blau ' s  theory of structura l 
di f ferent iation into a model of soc ial organ i z at ion . 
This  mode l was then used to explain and predi ct the 
soc ial phenomena that was employee fringe bene f its . 
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The testing of the comb ined hypothes i z ed 
relationsh ips , as spec i f ied in the theoretical framework 
and model , a l l owed for an increased explanati on o f  the 
variation in fringe benefits . More speci f ica l ly , thi s  
test ing served a s  a measure of the extent t o  which 
structural di fferent i ation determined fringe bene f its as 
proposed and hypothe s i z ed .  
Once th is first l ink was establ ished between the 
theoret ical and emp irical , the additional rel at i onships 
of unionization , technology , and environment were tested 
incremental l y  to investigate the effects of the complete 
set of relationships speci fied in the theoretical 
framework and model . Technology was found to contribute 
s ign i ficantly to the increased explanat ion of variat ion 
in fringe bene f its , whereas unionization contr ibuted 
l ittle , and environment was insignificant as tested in 
thi s  study . 
Subgroup Analys is 
When subgroups of salaried ( profess iona l ) 
organi z ations were compared with hourly employee 
organ i z at ions , the sal aried subgroup included more of the 
hypothes i z ed rel ationships and substantial ly exp l a ined 
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more of the variation in bene fits than with the hourly 
subgroup . Th is suggests support for the assoc iat i ons 
devel oped in the theoret ical orientation , where 
increas ing levels of bureaucrati z ation , as mea sured by 
structural di f ferentiation , were associated with 
increas ing profess ional i z ation and fringe bene f it s . 
Impl icat ions 
The impl ications of the summary and conclus ions 
suggest that in formal organi z ations as structura l 
di fferentiat ion increases , fringe bene fits increase s . · 
Furthermore , that these increases occur within spec i f ic 
technological  categories , which tend to influence both 
the levels of structural d i fferentiation and fringe 
bene f its obta ined . General ly , as technol ogy increases 
from primary to secondary to tertiary industries , an 
associated increase in structural differentiat ion and 
fringe bene fits occurs . 
I f  Daniel Bel l  is correct in assuming that 
American soc iety is increasingly mov ing from industrial 
to postindustrial society , or from secondary to · tert iary 
industries , the results o f  this study suggest that one 
possib i l ity wi l l  be the continued growth of fringe 
benef its . Such growth may have social consequences to 
the extent that formal organi zat ions assume increas ing 
degrees o f  respons ibil ity for the health and we l fa re o f  
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empl oyees and the i r  dependent s .  
Another impl i cat i on o f  th i s  study wa s t h e  
i nt roduc t i on a nd d eve � opment o f  the soc i o l og i ca l  
perspect ive i nt o  f r i nge bene f i ts resea rch , wh i ch h a s  
predom i nate l y  b e e n  stud ied from the perspect ives o f  
econom i c s  o r  bus i n es s . Th i s  work not only h a s  p rov i d ed a 
foundat i o n  f o r  future comparat ive ana lys i s  f rom t h e  
s oc i o l og i c a l  perspect ive , b u t  a l s o has gene r a t ed r e s e a rch 
i n  the neg l ected a rea of l es s  industr ial i z ed s t a t e s . 
A f i na l  imp l i cation o f  th i s  study w i l l  b e  i t s  u s e  
a s  a data source f o r  pl ann ing purposes by p r ivate and 
pub l i c o rgan i z at i ons . Pro spect ive and ex i s t i ng emp l oyers 
w i l l  be appra i s ed o f  the l evel of bene f i t s  o f f e red i n  the 
state , and the reby be i n  a better pos i t i on to e s t imate 
the bus i n e s s  c l imate and estab l i sh a budget for opera t i ng 
c o s t s . A d e s c r ipt ive data ana ly s i s  report by Kru eger a nd 
Kono { 1 9 8 7 )  h a s  a l re ady been d i str ibuted to the P r ivate 
I ndustry counc i l , the S outh Dakota O f f i ce o f  E c on om i c  
Devel opment , t h e  S outh Dakota Job S e rv i ce , and the 
organ i z at ions that had part ic ipqted in th i s  s tudy ( s e e  
Append i x  A ) . Furthermore , an execut ive summa ry r e p o rt o f  
the s e  d i s s ert a t i o n  resu l t s  has b e e n  requested by the 
Amer i can s o c i ety for Pers onne l Adm i n i stra-t i o n , the 
Emp l oyee Bene f i t s  Re search I n st itute , a n d  the B r o o k i n g s  
A r e a  Pe rsonne l As s oc i a t i on . 
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Lim i tat i on s  
S ome o f  the more substant i a l  l im itat i o n s  
encountered i n  the c onduct o f  th i s  re s e a rch we re rep o rted 
here . 
Unexpl a i ned Va r i ance 
The opt ima l subset of hypothe s i z ed re l a t i o n s h i p s , 
wh ich i nc l uded al l s i x  s tructura l d i f fe rent i a t i on 
va r i ab l es , exp l a i ned about 4 0  perc ent o f  the va r i a t i o n  i n  
f r i nge bene f i t s . Th i s  l e ft 60  percent o f  the v a r i a t i o n 
i n  the dependent va r i ab l e  unexp l a i ned . When techn o l ogy 
wa s i n c l uded i n  the ana l ys is , a l mo st ha l f  of the va r i a nce 
wa s exp l a i ned , but st i l l  hal f rema i ned unexp l a i ne d . Th i s  
unexp l a i ned va r i a t i on rep res ented a l im i t at i on o f  th i s  
study , a nd suggested that there we re add i t i on a l f a c t o r s  
i n f l uenc i ng the dependent v a r i ab l e  n o t  a ccounted f o r  i n  
th i s  research . A s o l ut ion to th i s  l im i tat i on may b e  
found b y  s o l v i ng t h e  l im i tat i o n s  concern i ng _ u n i o n i z at i o n  
and env i ronment i n  th i s  study . 
U n i on i z at i on 
The fa i l ure o f  un i o n i z a t i on to s ub s t a n t i a l l y  
c ontr ibute to t h e  exp l anat i on o f  t h e  var i a t i o n i n  f r i ng e  
bene f it s  represented a l im i tat i o n  i n  th i s  re s e a rch . Th i s  
resu l t  may be attr ibuted t o  t h e  genera l l a c k  o f  o rga n i z ed 
l abor i n  South Dakota . For examp l e , o f  the 7 7 9  
o rgan i z at i o ns i n  the samp l e , o n l y  3 3  or 4 . 2  p e rc e n t  had 
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l abor un i ons . I n  mo re un ion i z ed states , a n  i nc r e a sed 
exp l anat i on may have been obta ined as spec i f i ed b y  the 
theoret i c a l  f ramework and mode l . 
E nv i ronment 
Env i ronmenta l i n f l uences were incl uded i n  the 
mod e l  to i nves t igate the poss i b i l i t i e s  for future 
resea rch . Al though unemp l oyme nt , net -migra t i on , 
c ompet i t i on , a nd g overnmenta l regu l at ion were s p ec i f i ed ,  
for th i s  study , o n l y  unemp l oyment rates we re u s e d  a s  a 
measure o f  env i ronment . The f ind i ngs were i n s i gn i f i ca nt 
f o r  unemp l oyment a nd repres ented a l imitat i on i n  th i s  
study . I t  i s  po s s i b l e  that the inclus ion o f the other 
e nv i ronmenta l me a sures wou l d  have produced a s ign i f i c a nt 
re l at i onsh ip , but such inclus ion wou l d  have e x c e e ded the 
s cope of th i s  s tudy . Furthermore , the i ns i gn i f i c a nt 
resu l t s  for th i s  var i ab l e  may be attr ibuted t o  l ow 
unemp l oyment rates i n  S outh Dakota . Re sea rch i n  states 
h av i ng more va r i ab i l i ty i n  the i r  rates may have r e s u l ted 
in estab l i sh i ng s ign i f i cance for th i s  va r i ab l e .  
Popu l a t i on S ampl e · 
I n  th i s  re s e a rch a l l  members o f  the p opu l a t ion 
were ma i l ed a s u rvey quest i onna i re . Al though t h e  samp l e 
means appeare d  t o  c l o s e l y  correspond to the popu l a t i on 
pa rameters ( s e e  F igu re 5 ) , o n l y  2 3  percent o f  t h e  
p opu l a t i on pa rt i c i pated i n  th i s  study . Th i s  l ow response 
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rate was a l im i tat i on and may serve a s  a caut i o n a ry note 
when i nt e rpret i ng the repres entat ivene s s  of the re s u l t s . 
Gene ra l i z ab i l i ty o f  Re sul ts 
Accord i ng t o  the Census Data Center o f  S outh 
Dakota S t ate Un ive rs i ty , S outh Dakota was rated as the 
th i rd h ighest state i n  the nat ion for the pe rcent o f  i t s  
popu l at i on ( 5 3 . 6  p e rc ent ) that wa s rura l . Whe n  c ompa red 
t o  Ca l i f o rn i a , where only 8 . 7  percent of the p opu l a t i on 
wa s rura l , caut i o n  shou l d  be exerc i s ed when attemp t i ng to 
genera l i z e  the s e  re su l t s  to more u rban i z ed s t a t e s . 
Re commend at i ons 
The l im i tat ions acknowl edged in th i s  study f o rm 
part o f  the b a s i s  for rec ommendat i ons for futu re 
research . The va r i a nce i n  fringe bene f i ts that rema ined 
unexp l a i ned suggested a need to i nvest igate add i t i ona l 
factors tha t may i n f luence the dependent var i ab l e , a s  
we l l  a s  s tructura l d i f ferent i at i on i n  o rgan i z a t i on s  
w i t h i n  v a ry ing techno l og i c a l  contexts . I t  may be that 
the theo ret i c a l  framework and mode l proposed and t e s t ed 
in th i s  resea rch wa s v a l id , and .th at mo re va r i a t i o n  i n  
f r i nge b e ne f i t s  wou l d  have been exp l a i n ed i f  a l l  o f  the 
e nv i ronmenta l v a r i ab l e s  suggested by the mod e l  wou l d  have 
been tes ted . 
Un ion i z at i on had been spec i f i ed i n  the 
theo ret i ca l  framework and mode l as important to 
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expla ining the variation i n  fringe benefits . Al though in· 
th is study the ex istence of a labor union in an  
organi z ation contributed l ittle to the expl anat i on , in a 
more union i z ed state , the influence of un ion i z at ion may 
have accounted for more of the variation in the dependent 
variable . 
Fringe benefits for the reta il industry exh ib ited 
depressed values when compared to the trend establ ished 
in th is research . These find ings may re flect work force 
compos ition and compensation dif ferences which should be 
further researched . It may be that there was a 
disproport ionate number of temporary , part-time , 
youthful , aged , or women emp loyees in this industry who 
were experienc ing discriminat ion in the level o f  bene fits 
of fered by emp loyers . Furthermore , other sources wh ich 
may account for th is variat ion in _ bene fits could be 
attributed to seasona l bus iness cycles , regi onal 
d i f ferences , or a theoret ically unant ic�pated deve lopment 
in the construction of the tertiary industry category 
( e . g . , industries categori zed as tertiary may b� mo�e 
d i f ferent than s imi lar in terms o f  the ir leve l s  o f  
technology and the way they are structura l l y  
di f ferentiated ) . 
A further extens ion and test of the theoretical 
framework could be achieved by chang ing the l evel of 
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analys i s . An i n -depth , case study ev a l uat i o n  o f  how 
b ene f i ts funct i o n w i th i n  a n  o rgan i z at i on cou l d  be 
c onducted . Furth e rmore , rather than the fo rma l 
o rgan i z at i on a l  focus taken here , a soc i a l  re l a t i on s  
app roach that ana l y z e s  t h e  in forma l proce s s e s  o f  s o c i a l  
i nteract i o n  and fr i nge bene f i ts may b e  fru i t fu l . 
Wa s there a b i a s  favo r i ng a management 
perspect ive i n  th i s  study ? I n  the operat i o na l i z a t i on o f  
f r i nge bene f it s , managers o f  huma n res ource s were 
surveyed to det e rm i ne the rank i ng of b ene f i t s  i n  t e rms o f  
how they funct i o ned t o  attract and reta in emp l oye e s . 
Add i t i ona l research i s  rec ommended from the p e rs p e c t ives 
of emp l oye e s  v i s -a -v i s  emp l oyers to test the va l i d i ty o f  
these f ind i ng s . 
And f i n a l l y , t o  further test the v a l i d i ty and 
re l i ab i l ity of the theo ret i c a l  framework and mode l , as 
we l l  a s  t o  improve upon the genera l i z ab i l ity o f  the 
re s u l t s , rep l icat i on stud ies a re rec ommended i n  othe r 
state s and reg i o n s . Th i s  rep resents an oppo rtun i ty f o r  
ma sters l ev e l  the s i s  work essent i a l  to the adva n c e  o f  
knowl edge . 
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A P P E N D I X  A 
THE BENE F I T  S U RV EY 
Co n ta i ned w i th i n  t h i s repor t  a re t he res u l ts  o f  the f i r s t  s ta t ew i de 
s u rvey o f  emp l oye e be nefi t s  i n  So u t h  Da kota . S uch bene fi ts rep re s e n t  
a l a rge por t i o n  o f  t h e  " peo p l e co s t " o f  do i ng b u s i ne s s , a s  we l l  a s  a 
fa c tor  i n  t he a t trac t i o n a n d  re ten t i o n  o f  q ua l i ty emp l oyees . 
Emp l oyee fri nge be nef i ts have i nc rea s ed s tead i l y  i n  rec en t  yea rs . 
Be tween 1950  a nd 1980 , the rate o f  growth i n  benefi ts s u r pa s s e d  wa ge s 
by 0 . 4  percentage po i n t s  ( A l pert a nd Ozawa , 1986 ) .  I n  a 1982 s tudy o f  
1 , 5 07 compan i e s  c o n d u c ted by the U . S .  C ha mber o f  Commerce , b e ne f i t s  
re p re s e n ted a s i gn i f i ca n t  p ropo rt i on o f  emp l oyee compensa t i o n , w i t h  
benefi t paymen t s  a verag i n g 3 6 . 7  perce n t  o f  payro l l .  Of th i s  a mo un t , 
2 7 . 2  percen t  we re fo r emp l oyer- prov i de d  benefi t s  not ma n da ted by l aw 
( Beam a nd Mc Fadde n , 1 98 5 ) .  The s tudy furthe r reported s u b s ta n t i a l  
va r i a t i o n s  amo n g  compa n i e s , rang i ng from 2 0  to 6 0  percen t .  
The P r i va te I ndu s t ry Co u nc i l a n d  the South Da kota Depa r tmen t  o f  
La bo r  ha ve recog n i zed the i mpo rta nce o f  t h i s i nforma t i o n  t o  emp l oye r s ,  
a nd to the i r effo r t s  o f  a ttemp t i n g  to fac i l i ta te s ta te econom i c 
deve l o pme nt . Towa rd th i s  goa l , the P I C  ha d funded the Broo k i n g s  Area 
Ca reer Lea rn i ng C e n te r , i n  coopera t i on wt th Pa u l  Kruege r ,  a �e sea rcher 
at South  Da ko ta S t a te U n i ver s i ty ,  to conduct  thi s s u rvey . 
The s u rvey i n s tru me n t  wa s deve l oped from a rev i ew of the l i tera tu re 
o n  emp l oyee be ne f i t s . I t  wa s then s ubj ected to the c r i t i c i sm o f  a 
pa n e l  o f  h uma n  re s o u rc e s  p ra c t i t i o ners , before be i n g prete s ted  u s i n g  a 
p u rpos i ve samp l e o f  B roo k i ng s  Area Personnel  As so c i at i o n membe r 
c ompan i e s .  Further r e v i s i o n s  were a i ded  by the vo l un ta ry i n p u t  o f  
Soc i o l ogy De pa rtme n t  fac u l ty membe r s , a s  we l l  a s  from t h e  e x p e r t  a dv i c e 
of Pa u l  Even son , a me thodo l og i s t  w i th the  Col l ege of Agr i c u l t u re a n d  
B i o l og i ca l  Sc i ences , So u th Da kota S t a t e  Un i ver s i ty .  
The s u rvey wa s d i s tr i bu ted o n  Ma rch 3 ,  1 987 , to the  popu l a t i on of  
a l l p r i vate sector emp l oyers  ( 3 , 57 9 ) in  S o u t h  Da kota hav i ni ten o r  more 
emp l oyee s . A 2 2% samp l e o f  the pop u l a t i o n wa s obta i ned u s i n g th i s  me thod , 
wh i c h i n s u red tha t eac h  member o f  the po p u l a t i on had an eq u a l c h a n c e  to 
be i n c l u ded i n  th i s  s u rvey . 
Th i s  report o n  the  s u rvey i s  o rga n i zed i nto a set  o f  i n terre l a ted 
tab l e s  of i n forma t i o n concern i ng emp l oyee be n efi ts . De s c r i p t i ve da ta 
ha s bee n c ro s s - ta b u l a ted by s ta te , c ou n ty ,  i ndu s try ,  s i ze of o rga n i z a t"i o n ,  
empl oyer premi um c o n t r i b u t i o n , a nd hou r l y - �a l a r i ed emp l oyme n t  s ta tu s . 
O ther  ref i neme n t s ,  where a p p rop r i ate , were i n c l uded . 
Some da ta ha s bee n  excl uded from t h i s repo rt fo r rea s o n s  perta i n i n g 
to the preserva t i o n  o f  the con f i den t i a l i ty o f  s u rvey par t i c i pa n t s , o r  
beca u se the data wa s o f  s uc h  sma l l ma g n i tudes a s  to ma ke re po rt i n g  
mea n i ng l e s s . 
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TABLE  O F  CONTE NTS 
TAB L E  
I .  I NS URAN CE B E N E F I TS 
1 S ta tewi de Compa r i s o n  o f  S a l a r i ed a nd Ho ur l y  Emp l oyee 
I n s ura nce Ben efi t s  
2 I n s ura nce Ben e f i t s  - Sta tewi de 
3 Med i ca l  I n s urance  Covera ge ( by c o u n ty )  
4 Den ta l  I n s u rance  ( by cou n ty )  
5 S ho r t  Term D i s a b i l i ty I n s u ra nce  ( by county )  
6 Long Term Di s a b i l i ty I n s u ra nce ( by county ) 
7 Se l ected I n s u ra nc e  by S i z e o f  Orga n i za t i on for Hou r l y  
Emp l oyee s  
8 S e l ec te d  I n s u ra nce by S i z e  of Orga n i za t i o n fo r Sa l a ri ed 
Emp l oyee s  
9 Med i ca l  I n s u ra nce  by I n d u s try and Den ta l  a t  a G l ance  
I I .  PA I D  DAY S  O F F  
1 0  Pa i d  Day s  O f f  - S ta tewi d e  
1 1  Ave rage Pa i d  Day s  Off by County 
1 2  Avera ge Pa i d  Day s  O f f  b y  I n dus try a n d  S i ze o f  O rga n i z a t i o n  
1 3  Pa i d  Vaca t i on 
I I I .  RET I REMENT AND  I N CENT I V E  B EN E F I TS 
14 S ta tewi de  N umber and Percen tage of Emp l oyers Offe r i n g  
Ret i rement a n d  I n ve s tmen t  P l a n s  
1 5  N umber a n d  Per c e n ta ge o f  Emp l oyers O ffer i ng Ret i rement  
I nve s tme nt  P l a n s  fo r Hou r l y Emp l oyee s 
1 6  N umber a n d  Percenta ge o f  Emp l oyers O fferi n g  Re t i rement  
I nve s tme nt P l a n s  fo r Sa l a r i ed Emp l oyees 
I V .  AWARDS AND PAY P RACT I CES  
1 7  S ta tewi de  Awa rds , S pec i a l  Bonuses , a nd Pay P ract i ce s  
a nd 
a nd 
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TAB L E  1 
sao 
-;co 
:z 
� ,..., 
:::c •oo 
0 ..,., 
,..., 
STATEW I DE COMPAR I SO N  O F  SALAR I E D AND HOURLY 
EMPLOY E E  I NS U RANCE  B E N E F I TS 
\ PART 2 1 3  35 . 86% 
ALL 
269 
4 5 . 29% 
\ \ 
I 
\ 
\ \ 
NONE 
1 1 2  
18 . 86 %  
I 
I 
I 
I 
\ 
i I 
·� ,... � ::::o 
,..., 
:::c 
In 
SALAR I ED EMP LOY E E  M E D I CAL 
Company Contr i b u t i on to Benefi t 
ALL \ 
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I 3 3 . 33% 
I 
\ 
I PART 
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39 . 061 
3: ::J: 0 < � J:o 0 ,..., In r- ,.... � NONE I I ,..., ,., In r- :::c r- ::J: 0 ,., 1 64 8 3: :z In < n c: ,., 0 :z ..,., :::c ...... 0 n 0 C") n :::c C") ,..., In ! 2 7 . 6 1  s / n 0 J:o ;: ::J: J:o r- :z 0 n ,.... ,.... J:o ...... :::c 
:::c ...... 0 ,., :::c 
J:o ,..., 
� J:o ;-' 
...... ...... 
):. 8 CD 
0 In 
:::c J:o ...... CD 
0 ;::: 
z ::; 
< 
0 
8 :z J:o 
In r-
J:o 
CD J:o 
c: ,.... ...... 
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HOURLY EMPLOY E E  M E D I CAL 
Compa ny Contri b u t i o n  to Benefi t 
The compu ter ge nera ted l i ne gra p h  ( a bove l e ft ) demo n s tra tes  the  
d i fferences betwee n i n s u ra nce prem i ums pa i d  by  emp l oyers fo r sa l a r i ed a nd 
ho u r l y  emp l oyees i n  the S ta te o f  South Da k o ta . The a rea repre s e n t�d by the 
da rker g r i d pa tter n a to p  the l i g h te r  hatc hed . pa t tern repre s e n t s  where 
sa l a r i ed emp l oyee i n s urance  bene fi ts  exceed h o u r l y emp l oyee bene f i t s . 
Another way t ha t  t h i s  d i fference can be i l l u s t ra ted i s  by c ompa r i n g  
t h e  two comp u ter genera ted p i e s ( a bove r i g h t ) . He re the med i ca l  i n s u ra nce 
bene f i t ha s been s i n g l ed o u t  for compa ri s on , wi th one p i e  ( top r i g h t ) 
s howi n g  the amo u n t  o f  p rem i um pa i d  by emp l oyers for sa l a r i ed emp l oyee s , a n d  
a s e c o n d  p i e  ( l owe r r i g h t ) i l l u s tra t i ng the se  amounts  for · ho u r l y emp l oyees . 
The numbe r s  wi th i n  the  p i e  s l i ce s  i nd i c a te the numbe r and percen tage o f  
emp l oyers re p re s en ted . 
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TABL E  2 
I NS U RANCE  B E N E F I TS - STATEW I DE 
For Hoyr l �  EmQ 1 o�ee s 7 7 9  Re s ponden t s  
Amo u n t  o f  Prem i um Pa i d  b y  N umber a n d  Percen tage of  Emp l oye r s  
BENEF I T  ALL  PART NONE RAN K 
Med i ca l  2 5 2  3 2 . 3% 2 9 7  38 . 1 % 2 3 0  2 9 . 6% 1 
H . M . O .  18 2 . 3% 26  3 . 3% 7 3 5  94 . 4% 1 1  
Den ta l 8 5  1 0 . 9% 74 9 . 5% 6 2 0  7 9 . 6% 6 
V i s i o n ( g l a s s e s ) 1 9  2 . 4% 2 0  2 . 6% 7 4 0  9 5 . 0% 1 2  
P syc ho l og i ca l 48 6 . 2 % 6 1  7 . 8% 6 7 0  86 . 0% 8 
A l coho l Prog ram 6 7  8 . 6% 8 1  10 . 4% 6 3 1  8 1 . 0% 7 
Drug Ca rd 4 1  5 . 3% 44 5 . 6% 6 94 89 . 1% 9 
E l ec t i ve  A bo rt i on 12  1 .  5 %  6 0 . 8% 7 6 1  9 7 . 7% 1 4  
S hort D i sa b i l i ty 1 3 5  1 7 . 3% 8 9  1 1 . 4% 5 5 5  7 1 . 3% 4 
Long Di s a b i l i ty 1 1 7 1 5 . 0% 48 6 . 2% 6 14 7 8 . 8% 5 
L i fe I n s urance 2 6 7  34 . 3% 1 6 7  2 1 . 4% 3 4 5  44 . 3% 2 
Persona l Auto 1 0 . 1 %  4 0 . 5 % 7 7 4  9 9 . 4% 1 5  
Dependent  Med i ca l  102 1 3 . 1 %  2 6 5  34 . 0% 4 1 2 5 2 . 9% 3 
Re t i red Me d i ca l  1 6  2 . 1 % 3 3  4 . 2% 7 30 9 3 . 7% 10  
Re ti red L i fe 18 2 . 3% 9 1 . 2 % 7 52 96 . 5 % 1 3  
For Sa l a r i ed Em�l oi:ees  
Med i ca l  348 44 . 7 % 2 7 2  34 . 9% 1 5 9  2 0 . 4% 1 
H . M . O .  2 4  3 . 1 %  28 3 . 6 % 7 2 7  9 3 . 3% 1 1  
Den ta l 1 0 9  14 . 0% 7 5  9 . 6 % 5 9 5  7 6 . 4% 6 
V i s i o n ( g l a s se s ) 1 9  2 . 4% 2 1  2 . 7 % 7 3 9  94 . 9% 1 2  
P sycho l o g i ca l 6 3  8 . 1 % 6 1  7 . 8% 6 5 5  84 . 1 % 8 
A l c o ho l P ro g ram 84 1 0 . 8% 8 5  10 . 9% 6 1 0 7 8 . 3% 7 
Drug Card 5 6  7 . 2% 5 1  6 . 5 % 6 7 2  8 6 . 3% 9 
E l ecti ve Abo rt i o n 1 5  1 .  9 %  1 0  1 .  3 ��  7 54 9 6 . 8% 1 4  
Short D i s a b i l i ty 168 2 1 . 6 % 88 1 1 . 3 % 5 2 3  6 7 . 1% 4 
Long D i s a b i l i ty 1 6 6  2 1 . 3% 6 1  7 . 8% 5 5 2  7 0 . 9% 5 
L i fe I n s urance 343 44 . 0% 1 6 0  20 . 5 % 2 7 6  3 5 . 4% 2 
Persona l Auto 5 0 . 6 % 6 0 . 8% 7 68 . 98 . 6% 1 5  
Dependent  Med i c a l  1 7 6  2 2 . 6% 2 6 0  33 . 4% 343 44 . 0% 3 
Re ti red Med i ca l  2 6  3 . 3% 34 4 . 4% 7 1 9 9 2 . 3% 1 0  
Re t i red L i fe 2 6  3 . 3% 1 2  1 .  5 %  74 1 9 5 . 1 % 1 3  
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TABL E 3 
M E D I CAL I NS URANCE  COV ERAG E 
Emp l oyee s For Ho u r l y 
Amo u n t  of P remi um Pa i d  by Number & Percen tage 
N UMB ER  OF of Emp l oye rs : AL L - PART 
BY CO UNTY EMPLOY ERS ALL  PART COMB I N E D  N O N E  
Bea d l e 30 1 00 %  6 20% 1 3  43% 1 9  63% 1 1  3 7 %  
B roo k i ng s  40 100% 1 1  28% 16 40% 27 68% 1 3  32%  
B rown 5 3  1 00% 1 7  32% 23  43%  40 75% 1 3  2 5 % 
Cod i ngton  39  1 00% 16  4 1% 1 2  3 1 % 28 72% 1 1  28% 
Da v i son 32 100% 1 0  3 1 �� 1 5  47% 25 78% 7 2 2 %  
Gra n t  1 4  1 00% 3 2 1% 7 5 0% 10  7 1 % 4 2 9 %  
H u g he s  2 1  100% 8 38% 9 43% 17  8 1 % 4 1 9 %  
L a k e  1 3  100% 6 46% 4 3 1 %  1 0  7 7 %  3 2 3 %  
Lawrence 14 100% 8 57%  2 14% 10  7 1 % 4 2 9 %  
L i n co l n  1 6  1 00% 4 25%  7 44% 1 1  6 9% 5 3 1 %  
M i n nehaha  182  100%  64 35% 7 4  4 1 %  1 38 76%  44 24%  
Pen n i ngton  9 7  100% 30 3 1 %  3 7  38% 67 6 9% 3 0  3 1 % 
Ro be rts  1 0  1 00% 6 60% 1 1 0% 7 7 0% 3 30% 
Wa l worth  1 1  100% 2 18% 4 36% 6 54% 5 46%  
Ya n k ton 22 1 00% 7 32% 8 36% 15  68% 7 3 2 %  
1 5  Co u n t i e s  5 94 100% 198 33% 2 32 39% 430 72�� 1 6 4  28% 
For Sa l a r i ed Emp l oyee s 
Bea d l e  30 100% 7 23% 13  43%  2 0  6 7 %  1 0  3 3 %  
B roo k i ngs  40  100% 19  48% 1 2  30% 3 1  78% 9 2 2 %  
B rown 5 3  1 00% 2 7  5 1% 2 0  38% 47 89% 6 1 1 % 
Cod i ngto n  3 9  1 00% 22 56%  1 1  28% 33 85% 6 1 5 %  
Da v i son 32 100% 1 3  4 1% 1 6  5 0%. 29  9 1 % 3 g o; /0 
G ra n t  14 100% 4 29% 7 50% 1 1  79% 3 2 1 %  
Hughes  2 1  100% 9 43% 7 33% 1 6  76%  5 2 4 %  
La ke 13  100% 9 69% 3 2 3% 12  92% 1 8% 
Lawrence 14 100% 8 57% 3 2 1 % 1 1  78% 3 2 2 %  
L i n co l n 1 6  1 0 0 %  7 44% 4 25%  1 1  69% 5 3 1 % 
M i n neha ha 182  1 00 %  88 48% 6 7  37% 155  85%  27  1 5 % 
Pen n i ngto n  9 7  100% 3 9  40% 3 7  38% 76 78% 2 1  2 2 %  
Roberts 10  100% 5 50% 1 10% 6 60% 4 40% 
Wa l wo rth  1 1  1 00% 2 18% 4 3.7 % 6 5 5 �� 5 4 5 %  
Ya n kton  2 2  1 0 0 %  1 0  46% 8 36% 18 82% 4 18% 
1 5  Cou n t i e s  594 100?� 2 6 9  45% 2 1 3  36% 482 8 1 �� 1 1 2 1 9% 
Note : On l y  co u n t i e s w i t h  1 0  o r  mo re emp l oye r s  pa rt i c i pat i ng i n  t h i s 
s u rvey were i nc o rpora ted i n  th i s  report . 
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TABL E 4 
DENTAL I NSURANCE  
Fo r Hou r l y  Emp l oye e s  
Amo u n t  o f  Prem i um Pa i d  by N umber & Percentage 
NUMB E R  OF  
BY  COUNTY EMP LOYERS  
Bead l e  30 1 00% 
B roo k i n g s  40 100% 
B rown 53 100% 
Cod i n gton 3 9  100% 
Da v i son  32 100% 
G ra n t  1 4  100% 
Hughes  2 1  1 00% 
La k e  1 3  100% 
Lawrence 14 100% 
L i ncol n 16  1 00 %  
Mi n nehaha  1 8 2  100% 
Pen n i ngto n  9 7  1 00% 
Robe rts  1 0  100% 
Wa l wo rth 1 1  1 00 %  
Ya n k ton 22 1 00% 
15 Coun t i e s  5 94 100% 
Fo r Sa l a r i ed Emp l oyee s  
Bead l e  30 100% 
B roo k i n g s  4 0  1 00 %  
B rown 5 3  1 00 %  
Cod i ngton  3 9  1 00% 
Da v i son 32 100% 
G ra n t  1 4  1 0 0 %  
Hug hes  2 1  100% 
Lake  1 3  1 00% 
Lawrence 14 100% 
L i nco l n 16  1 00 %  
M i n ne ha ha 182 100% 
Pen n i ngton 9 7  100% 
Robe rts 10 100% 
Wa l wo rth 1 1  1 0 0 %  
Ya n k to n  2 2  100% 
1 5  Coun t i e s  5 94 100% 
of Emp l oyers : 
ALL _ 
0 0 %  
5 1 3 %  
2 4 %  
7 18% 
2 6 %  
0 0% 
2 9 %  
2 1 5 %  
3 2 1% 
0 0% 
30 1 6 %  
1 1  1 1 %  
1 10% 
0 0% 
1 5 %  
66 1 1% 
0 0% 
6 1 5 %  
6 1 1 % 
8 2 1 % 
2 6 %  
. o 0 %  
1 5 %  
2 1 5 %  
3 2 1% 
1 6 %  
3 7  20% 
15 1 5 %  
1 10% 
0 0% 
0 0% 
82 14% 
PART 
2 
1 
6 
2 
3 
3 
2 
2 
1 
1 
2 3  
1 1  
0 
0 
2 
5 9  
3 
2 
4 
2 
4 
4 
1 
2 
1 
0 
2 3  
9 
0 
1 
3 
5 9  
ALL- PART 
COMB I N E D  NONE 
7% 2 7% 28 93% 
2% 6 1 5 %  3 4  8 5 %  
1 1 % 8 1 5 %  4 5  8 5 %  
5% 9 23% 30 7 7 %  
9 %  5 1 6 %  2 7  84% 
2 1 % 3 2 1 % 1 1  7 9 %  
9% 4 1 9 %  1 7  8 1 %  
1 5 %  4 30% 9 7 0 %  
7 %  4 28% 10 7 2 %  
6 %  1 6 %  1 5  94% 
13% 5 3  2 9 %  1 2 9  7 1 %  
1 1% 2 2  2 2 %  7 5  78% 
0% 1 10% 9 90% 
0% 0 0% 1 1  1 00% 
9 %  3 14% 1 9  86% 
1 0% 1 2 5  2 1 % 4 6 9  7 9 %  
10% 3 10% 27 90% 
5% 8 20% 32 80% 
8% 10 19% 4 3  8 1 %  
5 %  1 0  26% 2 9  7 4 %  
1 3%. 6 1 9 %  2 6  8 1 % 
2 9 %  4 29% 10  7 1 % 
5% 2 10% 1 9  90% 
1 5% 4 30% 9 7 0 %  
7 %  4 28% 1 0  7 2 %  
0 %  1 " - 6 % 1 5  94% 
13% 6 0  3 3 %  1 2 2  6 7 %  
9 %  2 4  24% 7 3  7 6 %  
0% 1 10% 9 90% 
9% 1 9 %  1 0  9 1 %  
14% 3 14% 19 86% 
1 0% 14 1 24% 4 5 3  7 6 %  
No te : On l y co u n t i e s w i th 10 o r  mo re emp l oye rs part i c i pa t i ng i n  t he 
The a bove percen tag e s  s u rvey we re i ncorpora ted i n  t h i s repo rt . 
may have a ± 1 %  ro �n d i ng e r ro r .  
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TAB L E  6 
LONG TERM D I SAB I L I TY I NSURAN C E  
For Ho u r l y  Emp l oyee s 
Amou n t  o f  P rem i um Pa i d  by Number & Percen tage 
N UMB E R  OF  of  Emp l oyer s : ALL - PART 
BY CO UNTY EM P LOYERS ALL PART COMB I N E D  NONE  
Bea d l e 30 100% 4 13% 2 7 %  6 20% 24  80% 
B roo k i n g s  40 100 % 7 18% 1 3% 8 2 0% 3 2  80% 
B rown 5 3  100% 5 9% 4 8% 9 1 7 %  4 4  8 3 %  
Co d i n gto n 39 100% 6 1 5% 0 0% 6 1 5 %  3 3  8 5 %  
Da v i son 32 100% 6 19% 2 6%  8 2 5 %  2 4  7 5 %  
G ra n t  14 100% 1 7 %  2 14% 3 2 1 % 1 1  79% 
H u g hes  2 1  100% 0 0% 2 10% 2 1 0% 1 9  90% 
La ke 13  100% 2 1 5% 0 0% 2 1 5% 1 1  8 5 %  
Lawrence 14 100% 1 7 %  0 0% 1 7 %  1 3  93%  
L i n co l n  1 6  1 00% 1 6%  0 0% 1 6%  15  94%  
M i nneha ha 182 100 %  3 3  18% 19 10% 52 28% 130 7 2 %  
Pe n n i n g to n  97  100% 15 16% 3 3% 18 19% 79 8 1 % 
Ro berts 10  100% 3 30% 0 0% 3 30% 7 7 0% 
Wa 1 wo rth 1 1  100% 1 9% 0 0% 1 9% 10 9 1 % 
Yan kton 22 100% 2 9%  3 14% 5 2 3% 1 7  7 7 %  
1 5  Coun t i e s  594 100% 87  15%  38 6%  125  2 1 % · 469 7 9 %  
F o r  S a l a r i ed Emp l oyee s 
Bea d l e 30 100% 5 1 7% 1 3% 6 20% 24 80% 
B roo k i ng s  40 100% 8 20% 2 5 %  10  25%  30 7 5% 
B rown 5 3  100% 8 1 5 %  4 8% 12 23% 4 1  7 7 %  
Cod i n gto n  3 9  100% 8 2 1% 0 0% 8 2 1 %  3 1  79%  
Da v i s o n  3 2  100% 8 2 5 %  2 6% " 10  3 1 %  2 2  6 9% 
Gra n t  1 4  100% 3 2 1 % 2 14% 5 35%  9 6 5 %  
Hughes  2 1  100% 2 10% 2 10%  4 20% 17 80% 
La ke 13 100% 2 1 5 %  0 0% 2 1 5 %  1 1  8 5 %  
Lawrence 14 1 00% 3 2 1% 0 0% 3 2 1% 1 1  7 9% 
L i nco l n  1 6  100% 2 13%  0 0% 2 i3 %  14 87% 
M i n neha ha 182 1 00% 5 1  28% 26 14% 7 7  42%  1 0 5  58% 
Penn i ngto n  9 7  1 00% 19 20% 4 4%  23  24%  7 4  7 6 %  
Ro berts 10  1 00% 2 2 0% 0 0% 2 20% 8 80% 
Wa l worth 1 1  1 00% 1 9% 1 9%  2 18% 9 82%  
Y a n k ton 22 1 00% 4 18% 3 14% 7 32% 15  68% 
1 5  Cou n t i e s 594 1 00% 126  21%  47 8%  1 7 3  29% 42 1 7 1 % 
No te : On l y  coun t i e s  wi th 1 0  o r  more emp l oyers pa rti c i pa t i n g  i n  the 
s u rvey we re i n c o rpo ra ted i n  th i s  re port . 
may ha ve a ± 1 %  round i ng erro r .  
The a bove perc enta g e s  
enefit survey 
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TAB L E  7 
S E L E C T E D  I NS U RANCE  BY S I Z E  O F  ORGAN I ZAT I ON 
FOR HOURLY EMPLOY E E S  
Amo unt of P rem i um P a i d  b y  Number a n d  Percentage o f  Emp l oye r s . 
MED I CAL I N SU RAN CE 
TOTAL N UMB ER O F  
EMPLOY E ES EMPLOY E R S  A L L  PART NONE  RAN K 
1 0 - 1 9  3 3 7  9 3  2 7 . 6% 1 2 2  36 . 2 % 1 22 3 6 . 2% 6 
2 0 - 4 9  2 3 2  7 3  3 1 . 5 % 86 3 7 . 1 % 7 3  3 1 . 5 % 5 
5 0 - 9 9  1 0 9  38 34 . 9% 48 44 . 0% 23  2 1 . 1 % 4 
1 00 - 249 56 26 46 . 4% 24 42 . 9% 6 1 0 . 7% 3 
2 50 - 4 9 9  2 1  1 4  66 . 7% 7 33 . 3% 0 0 . 0% 1 
5 00+ 5 1 20 . 0% 4 80 . 0% 0 0 . 0% 2 
V I S I ON I NS URANC E  
1 0 - 1 9  3 3 7  3 0 . 9% 5 1 . 5 % 329 9 7 . 6% 6 
2 0 - 4 9  2 32 6 2 . 6% 7 3 . 0% 2 1 9 94 . 4% 5 
5 0 - 9 9  1 09 5 4 . 6% 3 2 . 8% 1 0 1  9 2 . 7 % 4 
1 00 - 2 4 9  56  2 3 . 6% 4 7 . 1 % 50 89 . 3% 3 
2 5 0 - 4 9 9  2 1  2 9 . 5 % 1 4 . 8% 18 8 5  . .7 %  2 
5 00+ 5 1 2 0 . 0% 0 o . m� 4 80 . 0% 1 
SHORT TERM D I SAB I L I TY 
10- 1 9  3 3 7  5 0  1 4 . 8% 3 3  9 . 8% 2 5 4  7 5 . 4% 6 
2 0 - 4 9  2 3 2  3 3  1 4 . 2% 29  1 2 . 5 % 1 7 0  7 3 . 3% 5 
5 0 - 9 9  1 0 9  2 4  2 2 . 0% 18 1 6 . 5% 6 7  6 1 . 5 % 3 
100-249 56  15  2 6 . 9% 5 8 . 9% 36 64 . 3% 4 
2 50 - 4 9 9  2 1  8 38 . 1% 1 4 . 8% 1 2  5 7 . 1 %  2 
5 00+ 5 2 4 0 . 0% 1 20 . 0% 2 40 . 0 %  1 
L O NG TERM D I SAB I L I TY 
1 0 - 1 9  3 3 7  4 7  1 3 .  9 �� 1 1  3 . 3% 2 7 9 . 82 . 8% 6 
2 0 - 4 9  2 3 2  35  1 5 . 1% 1 7  7 . 3% 180 7 7 . 6 �� 4 
5 0 - 9 9  1 09 1 4  1 2 . 8% 10  9 . 2% 85 78 . 0% 5 
1 00 - 2 4 9  56  1 1  1 9 . 6% 5 8 . 9% 40 7 1 . 4% 3 
2 50 - 4 9 9  2 1  7 3 3 . 3% 3 1 4 . 3% 1 1  52 . 4% 1 
5 00+ 5 1 20 . 0% 1 20 . 0% 3 6 0 . 0% 2 
V i s i on I n s u ra nce : P re s c r i p t i on g l a s s e s . 
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TAB L E  8 
S E L E C T E D  I NS URAN C E  B Y  S I ZE O F  ORGAN I ZATI O N  
F O R  SALAR I ED EMP LOY EE S  
Amo u n t  of P rem i um Pa i d  by Numbe r and  Perce n tage o f  Emp l oyer s . 
M E D I CAL I NSURANCE  
TOTAL N UMBER  O F  
EMP L OY EES  · EMP LOY ERS AL L PART NONE  RAN K  
10- 1 9  3 3 7  146 4 3 . 3% 1 1 0 32 . 6 % 8 1  24 . 0% 5 
2 0 - 4 9  2 3 2  9 4  40 . 5 % 7 7  33 . 2 % 6 1  2 6 . 3% 6 
5 0 - 9 9  109 5 5  50 . 5 % 4 3  39 . 4 % 1 1  1 0 . 1 %  4 
100-249 5 6  3 3  58 . 9% 2 3  4 1 . 1 % 0 0 . 0% 2 
2 5 0 - 4 9 9  2 1  12 5 7 . 1% 9 42 . 9 % 0 0 . 0% 3 
500+ 5 3 6 0 . 0% 2 40 . 0% 0 0 . 0% 1 
V I S I ON I NS URANCE  
1 0 - 1 9  3 3 7  3 0 . 9% 5 1 .  5 %  3 2 9  9 7 . 6% 6 
2 0 - 4 9  2 3 2  5 2 . 2 % 7 3 . 0% 220 94 . 8% 5 
5 0 - 9 9  1 0 9  5 4 . 6% 3 2 . 8% 1 0 1  9 2 . 7% 4 
100 - 2 4 9  5 6  2 3 . 6% 5 8 . 9% 49 8 7 . 5 %  3 
2 50 - 4 9 9  2 1  2 9 . 5% 1 4 . 8% 18 8 5 . 7 % 2 
500+ 5 1 20 . 0% 0 0 . 0% 4 80 . 0% 1 
SHORT TERM D I SAB I L I TY 
10- 1 9  3 3 7  6 9  2 0 . 5% 3 9  1 1 . 6% 2 2 9  6 7 . 9% 5 
2 0 - 4 9  2 3 2  3 9  1 6 . 8% 2 5  1 0 . 8% 1 68 7 2 . 4% 6 
5 0 - 9 9  109 2 7  24 . 8% 16 1 4 . 7 %  66  6 0 . 6% 3 
100-249 5 6  1 6  28 . 6% 5 8 . 9% 3 5  62 ; 5 %  4 
2 5 0-499 2 1  8 38 . 1% 1 4 . .8% 1 2  5 7 . 1% 2 
500+ 5 4 . 80 . 0% 1 20 . 0% 0 0 . 0% 1 
LONG T E RM D I SAB I L I TY 
1 0 - 1 9  3 3 7  6 6  1 9 . 6% 18 5 . 3% 2 5 3  7 5 . 1 %  6 
20-49 232  44 1 9 . 0% 20 8 . 6 % 1 68 7 2 . 4% 5 
5 0 - 9 9  109 22  20 . 2 % 1 2  1 1 . 0% 7 5  68 . 8% 4 
100- 2 4 9  56  17  30 . 4 % 7 1 2 . 5 % 32  5 7 . 1 % 3 
2 5 0 - 4 9 9  2 1  10  47 . 6 % 3 1 4 . 3% 8 38 . 1 �� 2 
5 00+ 5 3 60 . 0% 1 20 . 0% 1 20 . 0% 1 
V i s i o n I n s urance : P re s c r i p t i o n  g l a s s es . 
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TAB L E  9 
M E D I CAL I NS U RAN C E  B Y  I N DUSTRY 
By Number a nd Perce n ta ge o f  Emp l oye rs 
NUMBER OF HO URLY EMP LOYEES  SALAR I E D EM P LO Y EES 
I N DUSTRY EM P L O Y E R S  A L L  PART ALL PART 
Ag r i c u l ture , 34 10 2 9 . 4% 14 4 1 . 2 % 1 2  3 5 . 3 %  1 3  38 . 2 % 
Fores try , 
F i s he r i es  
M i n i n g & 7 1 14 . 3% 4 5 7 . 1 �� 3 42 . 9 %  3 4 2 . 9 % 
Qua rry i ng 
Co n s truc t i o n  6 4  2 0  3 1 . 3% 18 28 . 1 % 2 5  3 9 . 1 % 1 5  2 3 . 4 % 
Ma n u fa c tu r i n g  90 36 40 . 0% 44 48 . 9% 43 47 . 8% 36  40 . 0% 
Tra n s porta t i o n , 74 32  4 3 . 2% 30 4 0 . 5% 40 5 5 . 6 % 2 7  36 . 5 �� 
Conmu n i c a t i on s , 
P u b l i c  Ut i l i ty 
W h o l es a l e Trade 36 1 6  44 . 4% 1 7  4 7 . 2 % 1 7  4 7 . 2 % 1 7  4 7 . 2 % 
Re ta i l Trade 2 2 7  4 7  20 . 7% 1 0 1  44 . 5 % 7 5  3 3 . 0% 8 7  38 . 3 % 
F i n a n c e , Ban k i n g , 6 0  1 9  3 1 . 7% 18 30 . 0 �� 40 66 . 7 % 20 3 3 . 3 % 
I n s u rance , 
Rea l E s ta te 
A l l I n d u s t r i e s  5 9 2  18 1 30 . 6% 246 4 1 . 6% 2 5 5  4 1 . 1 %  2 18 3 6 . 8% 
S TATEvl !  DE DENTAL AT A GLAHCE 
I I 
NONE 
\ 469 
\ 78 . 96 1  
\  
� / / 
\ 
/ 
HOURLY EMPLOY E E  D EN TAL 
Compa ny Co n t r i b u t i o n to Bene fi t 
I 
I I 
\ .  
NONE 
4 5 3  
76 . 26% 
\ \ 
All \ 
82 \ 1 3 . 80% I I \ 
� --- -'---1 
SALAR I E D  EMP LOY E E  DENTA L  
Compa ny Co nt r i b u t i o n  to Benefi t 
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TAB L E  
PA I D  DAY S  O F F  - STATEW I DE 
For Hoyr l �  EmQl o�ees 
P E RSONAL B EREAV E -
HOL I DAYS L EAVE  S I C K DAYS MENT 
Su rvey Re s po n s e s  768 1 00 %  7 5 9  1 00�� 760  1 00% 747 1 00�� 
No Benefi t 2 64 34% 6 3 5  84% 426 5 6 %  5 0 4  6 7 %  
Offers  Benef i t 5 04 66%  1 2 4  16%  334  4 4 %  243  33%  
Day s  Off : 
Average 6 . 9  5 . 6  8 . 1 2 . 8  
Med i a n 7 3 6 3 
Mode 6 1 1 2  3 
Ra nge 1 - 1 5 1 - 3 0  1 - 4 5  1 - 1 0 
For Sa l a r i ed EmQl o�ees 
Su rvey Res pons e s  7 68 1 00% 7 5 0  100% 743  1 00% 7 32 1 00% 
No Bene f i t 1 70 2 2 %  588 78% 3 5 7  48% 4 6 5  64% 
Offe r s  Benefi t 5 98 78% 1 6 2  2 2 %  386 5 2 %  2 6 7  3 6 %  
Day s  Off : · 
Average 7 . 0  6 . 1  8 ·. 8  2 . 9  
Med i a n 7 3 7 3 
Mode 6 1 1 2  3 
Range 1 - 1 6 1 - 3 0  1 - 90 1 - 1 0 
Med i a n  the m i dd l e s c o re i n  the d i s t r i b u t i on , when the s c o re s  a re ra n ked 
from h i g h e s t  to l owe s t .  
Mo de 
Ra nge 
the mo s t  freque n t l y o c c u r r i ng n umber of  pa i d  days o ff .  
the h i g he s �  a nd l owe s t  pa i d  day s  o ff repo rted. i n  the s u rvey . 
1 7 8  
1 0  
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TAB L E  1 1  
A V E RAG E P A I D  DAY S O F F  B Y  COUNTY 
P ERSONAL S I C K  B E REA V E -
NUMB E R  O F  HOL I DAY S L EA V E  DAYS M E N T  TOTAL 
BY COUNTY EMP L O Y E R S  H s H s H s H s H 
Bea d l e 3 0  5 o 4 5 . 5  0 . 9 1 . 7 5 . 3  6 . 3  0 . 8  2 . 2  1 ?. . 4  
B ro o k i ng s 40 4 . 3  5 . 5  0 . 9  1 . 4 2 . 6  3 . 2  l . l 1 . 1 f L 9  
B rown 5 3  4 . 6  5 . 8 0 . 4  0 . 6  3 . 0 4 . 0  0 . 7 0 . 8  8 . 7  
Cod i ng to n  3 9  4 . 7  5 . 5  0 . 6  0 . 6  3 . 0  4 . 5  1 . 3 1 . 4 9 . 6  
Da v i son  32 5 . 8 6 . 3  1 . 3 1 . 7 4 . 8  5 . 4  0 . 8  0 . 8  1 2 . 7  
G ra n t  1 4  3 . 3  4 . 5  0 . 9  0 . 9  2 . 6  3 . 7  1 . 2 1 . 5 8 . 0  
H u g h e s  2 1  4 . 2  4 . 7  1 . 4 2 . 2  4 . 3  3 . 9  0 . 4  0 . 6  1 0 . 3  
La ke 13 6 .  l 7 . 5  0 . 0  1 . 5 5 .  l 7 . 7  1 . 7 1 . 7 1 2 . 9  
Lawrence 14  3 . 8 4 . 4  0 . 0  1 . 6 1 . 6 2 . 8  0 . 5 1 . 2 5 . 9  
L i n co l n 1 6  3 . 9  4 . 8  0 .  l 1 . 0 1 . 2 1 . 6 0 . 3 0 . 4  5 . 5  
M i n ne haha  182  5 . 0  6 .  1 0 . 9  1 . 0 3 . 7  5 . 2  1 . 2 1 . 3 1 0 . 8  
Pen n i ngton  9 7  4 . 3  5 . 2  1 . 7 1 . 0 3 . 7  4 .  l 0 . 6  0 . 7  l 0 .  3 
Rober t s  1 0  3 . 9  4 . 6  1 . 8 1 . 8 4 . 0  5 . 9  0 . 9  0 . 7  1 0 . 6  
Wa 1 worth  1 1  4 . 5 4 . 5  1 . 5 2 . 0  5 . 7  5 . 7  0 . 8  0 . 8  1 2 . 5  
Ya n kton  2 2  5 . 5  5 . 9  1 . 1 1 . 8 3 . 7  5 . 5  1 . 0 1 . 1 1 1 . 3  
1 5  Co u n t i e s  5 94 4 . 6  5 . 4  0 . 9  1 . 4 3 . 6  4 . 6  0 . 9  1 . 1 1 0 . 0  
NOTE : On l y  co u n t i e s wi th 1 0  o r  mo re emp l oyers  pa rti c i pa t i n g  i n  t h i s 
s u rvey were i nco rpora ted i n  t h i s  report . 
H = hou r l y  emp l oyee s ; S = s a l a r i ed emp l oyees  
s 
1 5 . 7  
1 L 2 
1 1 . 2 
1 2 . 0  
1 4 . 2  
1 0 . 6  
1 1 . 4 
1 8 . 4  
1 0 . 0  
7 . 8  
1 3 . 6  
1 1 . 0  
1 3 . 0  
1 3 . 0  
1 4 . 3  
1 ?. . 5  
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TAB L E  1 2  
AV ERAGE  PA I D  DAYS O F F  B Y  I NDUSTRY 
P ER SONAL S I CK B ER EA V E -
HOL I DAYS L EAVE  DAYS MENT TOTAL 
I N DUSTRY TY P E  H s H s H s H s H s 
Ag ri c u l ture , 4 . 3  4 . 7 1 . 2  2 . 1  3 . 5 3 . 7  0 . 8  1 . 0 9 . 8  1 1 . 5 
Fores try , 
F i she r i es  
M i n i ng & 3 . 4  4 . 4  0 . 0  0 . 4  0 . 0  1 . 7 0 . 1  0 .  1 3 . 5  6 . 6  
Quarry i ng 
Co n s t ruc t i o n  2 . 8 4 . 2  0 . 2  0 . 7  1 . 2 1 . 9 0 . 2  0 . 5 4 . 4  7 . 3  
Ma n u fac tu ri ng  6 . 7  6 . 7  0 . 2  0 . 3  2 . 2  3 . 8  1 . 4 1 . 5 1 0 . 5  1 2 . 3  
Tra n s porta t i o n ,  5 . 5  6 . 0  1 . 1 1 . 4 6 . 2  6 . 6  1 . 4 1 . 8 1 4 . 2  1 5 . 8  
Commu n i c a t i on s ,  
P u b l i c  Ut i l i t i e s 
Whol e sa l e  Tra de 6 . 4  5 . 7  0 . 1  0 . 2  3 . 3  3 . 3  1 . 2 1 . 2 1 1 . 0 1 0 . 4  
Re ta i l Tra de 3 . 4  3 . 8  0 . 9  1 . 1 - 2 . 4  2 . 8 0 . 5  0 . 5 7 . 2  8 . 2  
F i n a nce , Ba n k i ng , 5 . 6  8 . 8  2 . 7  1 . 6 4 . 6  7 . 2  1 . 2 1 . 8 1 4 . 1  1 9 . 4  
I n s u ra nc e , 
Rea l Es ta te 
Al l I nd u s tr i e s  4 . 8  5 . 5  0 . 8  1 . 0 2 . 9  3 . 9  0 . 9  1 . 1 9 . 3  1 1 . 4 
AVERAG E PA I D  DAY S  O F F  B Y  S I ZE  O F  ORGAN I ZAT I ON 
P ERSONAL S I C K BEREAVE-
TOTAL HOL I DAYS  L EAV E DAY S  MENT TOTAL 
EMPLOY EES  H s H s H s H s H s 
1 0 - 1 9 4 . 0  4 . 9  1 . 1 1 . 4 2 . 8 3 . 8  0 . 6  0 . 9  R . 5  1 1  • 0 
2 0 - 4 9  4 . 6  5 . 5  1 . 0 1 • 3 3 . 5  4 . 1  0 . 8  0 . 9  9 . 9 1 1 . 8 
5 0 - 9 9  5 . 2  6 . 2  1 0 1 1 . 5 4 . 7  .6 .  1 1 . 4 1 . 5 1 2 . 4  1 5 ·. 3 
l 00 -249 6 . 3  7 . 4 0 . 7 0 . 8  6 .  l 6 . 6  1 . 6 1 . 8 1 4 . 7 1 6 . 6  
2 5 0-499 7 . 4  7 . 3  1 . 1 0 . 2  5 . 8  9 . 6  1 . 9 1 . 9 1 6 . 2  1 9 . 0  
5 00+ 5 . 5  6 . 5  1 . 7 1 . 7 4 . 5  6 . 5  2 . 2  2 . 7  1 3 . 9  1 7 . 4  
H = hourl y emp l oyee s ; S = sa l a r i ed emp l oyees  
Lbenefit survey 
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TAB L E  1 3  
PA I D  VACA T I O N  
Number o f  compa n i e s offer i n g pa i d  va ca t i on d a y s  by l e ngth  of  emp l oymen t  a n d  
day s  ea rned . 
FOR HOURL Y EMP LOY E E S  ( S ta te-wi de : 7 7 9  re s pondents ) 
under 6 to 1 1  to 16 to 21 to 
days 1 yr.  1 yr. 2 yr. 3 yr. 4 yr. 5 yr. 10 yr. 15 yr. 20 yr. 25 y r .  
5 8 3  3 4 5  1 0  1 4 
1 0  28 1 7 1  2 18 7 6  9 3 2  1 2  5 
1 5  4 7 2 0  2 2  5 86 1 2 9  97  18  
20 2 1 2 1 6 2 3  60 59  30  
2 5  1 1 4 7 8 8 
over 
1 2 2 2 25 
FOR SAL.AR I E D EMP LOY E E S  ( S ta t e -w i de : 7 7 9  re s po nd .en t s ) 
u n d e r  6 t o  1 1  t o  1 6  t o  2 1  to 
d ays 1 yr. 1 yr. 2 yr. 3 yr. 4 yr. 5 yr. 10 yr. 1 5  yr. 20 yr. 25 yr. 
5 8 9  300 6 1 1 
1 0  3 9
. 206 2 14 6 5  1 1  2 7  9 4 
1 5  8 24 18 3 1  9 9 1  1 2 7  9 3  1 9  
20 4 5 4 5 9 3 3  6 2  6 1  3 3  
25 2 2 2 3 9 8 9 
over 1 1 1 2 1 5 3 25 
Note : In a few exce p t i o n a l  c a se s , vaca t i o n  days w i th frac t i o na l  p a r t s  
were rounded t o  t he n e a res t who l e n umbe r a nd then ta bl ed . 
over 
25 yr. 
1 
2 
1 1  
4 
over 
25 yr. 
1 
2 
1 3  
5 
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TAB L E  14 
STATEW I DE 
NUMBER  AND  P ERCE NTAGE O F  EMP LOY ERS 
O F F E R I NG RET I REMENT  AND I NVESTM ENT P LANS 
( 7 7 9  re s p onden ts ) 
HOURLY EMP LOY EES  SALAR I ED EM PLOY E ES 
B EN E F I TS P LANS O F F E R E D  N O T  O F FERED OFFERED NOT O F F E R E D  
P ro f i t S h a ri n g  1 7 5  2 2 . 5% 604 7 7 . 5 % 206 2 6 . 4% 5 7 3  7 3 . 6% 
Emp l oyee S tock Own e r s h i p  2 9  3 . 7% 7 5 0  96 . 3% 38 4 . 9% 74 1 9 5 . 1 %  
40 1 K  7 0  9 . 0% 7 0 9  9 1 . 0% 80 1 0 . 3% 6 9 9  8 9 . 1 %  
Pen s i on 1 5 3  1 9 . 6 % 6 2 6  80 . 4% 1 8 1  2 3 . 2% 598 7 6 . 8  
Low/ No I n tere s t  Loa n s  3 3  4 . 2 % 746 9 5 . 8% 3 5  4 . 5% 744 9 5 . 5 %  
Defe rred Compen s a t i o n  1 4  1 . 8% 7 6 5  98 . 2 % 24 3 . 1 % 7 5 5  9 6 . 9 %  
Ann ua l Bo n u s  2 0 9  2 6 . 8% 5 7 0  7 3 . 2 % 2 7 2  34 . 9% 5 0 7  6 5 . 1 %  
E DU CAT I O NAL B E N �F I TS 
F u l l Co l l ege Tu i t i o n 2 4  3 ". 1 %  7 5 5  9 6 . 9 % 2 6  3 . 3% 7 5 3  9 6 . 7 % 
Part Co l l ege Tu i t i o n  7 3  9 . 4% 7 0 6  9 0 . 6% 89 1 1 . 4% 6 90 88 . 6 % 
Al l -Pa rt Tu i t i o n Comb i n ed 9 7  1 2 . 5 % 682 8 7 . 5% 1 1 5  14 . 8% 6 64 8 5 . 2 % 
HOURLY EMP LOY EE  COL L E G E  TU I T I ON SALAR I E D EMP LOY EE COLLEGE  TU I T I O N 
Compa ny Co n t r i bu t i o n to Benefi t Company Co nt r i bu t i o n  to Bene f i t 
I 
\ I 
\ 
NONE 
664 
8 5 . 241 
PART 
89 
/ 1 1 . 421 . !  
·ALL 
I 26 �· 3.341 
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TAB L E  1 5  
N UMB E R  AND  P ERC ENTAG E O F  EMPLOY ERS 
O F F E R I NG R E T I REME NT AND I NV ESTMENT PLANS 
FO R HO URLY EMP LOY EES 
P RO F I T  ESOP 
NUMB ER OF S HAR I NG EMPLOY E E  STOC K 40 1 K  P ENS I O N  
I N DUSTRY TY P E  EM P LOY ERS PLAN  OWN E RS H I P  P LAN P LAN P LA N  
Ag r i c u l ture , 34 9 2 6 . 5 %  0 0 . 0% 3 8 . 8% 7 2 0 . 6 % 
Fares try ,  
F i s h er i e s 
Mi n i n g & 7 3 4 2 . 9% 0 0 . 0% 2 28 . 6% 0 0 . 0% 
Qua r ry i n g 
Con s t ru c t i o n  6 4  1 2  18 . 8 % 1 1 .  6%  2 3 . 1 % 4 6 . 3% 
Ma n u fac t u r i n g  9 0  3 6  40 . 0% 5 5 . 5 % 10  1 1 . 1 % 1 5 1 6 . 7 %  
Tra n s po r ta t i on , 7 4  1 0  1 3 . 5 %  5 6 . 8% 1 6  2 1 . 6% 3 0  4 0 . 5 %  
Commun i ca t i on s , 
P u b l i c  Ut i l i ty 
Who l e sa l e  Tra de 36 1 3  3 6 . 1 % 4 1 1 . 1 % 3 8 . 3% 5 1 3 . 9% 
Reta i 1 Tra de 2 2 7  5 2  2 2 . 9% 4 l . R % 1 3  5 . 7% 2 3  1 0 . 1 % 
F i nance , 60 1 0  1 7 . 6 % 5 8 . 3% 10  1 6 . 7 % 2 1  3 5 . 0% 
Ban k i n g ,  
I n s u ra nce , 
Rea 1 Es tate  
Al l I n d u s t r i e s  5 9 2  1 4 5  2 4 . 5 % 24 4 . 1 % 59  1 0 . 0% 1 05 1 7 . 7 % 
B Y  TOTAL 
EMP L O Y E E S  
10- 1 9  3 3 7  6 6  1 9 . 6% 8 2 . 4% 1 3  3 . 9% 4 1  1 2 . 2 % 
2 0 - 4 9  2 32 52  2 2 . 4% 6 2 . 6% 1 9  8 . 2 % 4 6  1 9 . 8% 
5 0 - 9 9  1 0 9  3 1  2 8 . 4% 4 3 .. 7 %  1 7  1 5 . 6% 2 4  2 2 . 0 %' 
1 00- 2 4 9  5 6  1 6  28 . 6% 4 7 . 1 % 9 1 6 . 1 % 2 4  4 2 . 9% 
2 50 - 4 9 9  2 1  7 3 3 . 3% 6 28 . 6% 7 3 3 . 3 %  1 2  5 7 . 1 % 
500+ 5 1 2 0 . 0% 1 20 Q O% 4 80 . 0% 5 1 00 . 0% 
enefit survey 
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TAB L E  16  
N UM B ER A N D  P ERCE NTAGE OF  EM PLOYERS 
O F F E R I N G R ET I REMENT AN D I NV ESTMENT P LANS 
TO SALAR I E D EMP LOY E ES 
P RO F I T  ESOP 
N UMB ER  OF  S HA R I NG EMP LOY EE STOCK 40 1 K  P EN S I O N  
I N DUSTRY TYP E EMP LOY ERS P LAN OWN ERSH I P  PLAN P LAN P LAN 
Agri c u l t u re , 34 1 0  2 9 . 4% 0 0 . 0% 3 8 . 8% 7 2 0 . 6 %  
Fores try , 
F i she r i e s 
M i n i ng & 7 3 4 2 . 9% 0 0 . 0% 2 28 . 6 % 0 0 . 0% 
Quarry i n g  
Co n s truc t i on 64 14 2 1 . 9% 3 4 . 7% 2 3 . 1 %  3 4 . 7 % 
Man u fac tu r i n g 9 0  3 9  4 3 . 3 �6 7 7 . 8% 1 5  1 6 . 7 %  18 2 0 . 0% 
Tran s po r ta t i on , 74 1 3  1 7 . 6% 6 8 . 1 % 16  2 1 . 6% 2 9  3 9 . 2 % 
Commun i ca t i o n s , 
P u b l i c  Ut i l i ty 
Who l e s a l e Trade 3 6  1 5  4 1 . 2% 6 - 1 6 . 7% 3 8 . 3% 5 1 3 . 9% 
Re ta i l Trade 2 2 7  6 2  2 7 . 3% 4 1 . 8% 14 6 . 1 % 26 1 1 . 5 % 
F i nance , 6 0  1 9  3 1 . 7% 7 1 1 . 7 % 14 2 3 . 3 %  32  5 3 . 3% 
Ba n k i ng ,  
I n s u ra n ce , 
Rea 1 E s t a te 
Al l I nd u s t r i es  5 9 2  1 7 5  2 9 . 6% 3 3  5 . 6% 6 9  1 1 .  7 %  1 20 20 . 3 %  
B Y  TOTAL 
EMPLOY E ES 
1 0 - 1 9  3 3 7  7 8  2 3 . 1 %  1 1  3 . 3% 16  4 . 7 % 56  1 6 . 6 % 
2 0-49 2 3 2  6 1  2 6 . 3% 9 3 . 9% 2 0  8 . 6% 5 1  2 2 . 0% 
50-99  109 35  32 . 1 %  5 " 4 . 6% 1 9  1 7 . 4% 2 9  26 . 6-% 
100- 249 56 2 1  3 7 . 5% 5 8 . 9% 1 2  2 1 . 4% 26  46 . 4 % 
2 50 - 4 9 9  2 1  9 4 2 . 9% 7 3 3 . 3% 8 38 . 1% 1 1  5 2 . 4% 
5 00+ 5 1 2 0 . 0% 1 2 0 . 0% 4 80 . 0% 5 1 00 . 0% 
enefit survey 
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TAB L E  1 7  
S TATEW I D E AWAR DS , S P EC I AL BONUS E S , A N D  PAY PRACT I C ES 
By Number a nd Percen tage  o f  Empl oyer s  ( 7 7 9  re s po nde n t s ) 
B E N E F I T  O F F E R E D  NOT OFFERED RAN K 
Length  o f  S er v i c e  Awa r d s  1 7 0  2 1 . 8% 6 0 9  78 . 2% 1 
New Emp l oyee Refe rra l B o n u s  1 9  2 . 4% 7 6 0  97 . 6 % 4 
Sugge s t i on Ca s h  Awa rd s 6 1  7 . 8% 7 18 92 . 2% 2 
Attendence Bon u s e s  5 7  7 . 3% 7 2 2  92 . 7% 3 
PAY PRACT I CE S  
Pa i d  Re s t  Pe r i o d s  6 2 3  80 . 0% 1 56 20 . 0% 
Pa i d  Mea l  Per i o d s  1 2 1 1 5 . 5 %  6 58 84 . 5 % 
L u n c h  Mo ney for Wee kend Wo rk  3 7  4 . 7 % 742 9 5 . 3% 
Sev era nce Pay 1 3 2  16 . 9% 647 8 3 . 1%  
2nd SH I FT D I F F ER E NT I AL 
N UMB E R  O F  C UMULAT I V E  CUMULAT I V E  
C E N TS EMP L O Y E RS P ER C ENT FREQU ENCY P ERCENT 
-0 - 7 1 5  9 1 . 8  7 1 5  9 1 . 8  
5 3 0 . 4  7 18 92 . 2  
10 9 1 . 2  7 2 7  9 3 . 3  
12  1 0 . 1 7 28 9 3 . 5  
1 5  8 1 . 0  7 3 6  94 . 5  
20 9 1 . 2  7 4 5  95 . 6  
2 5  1 2  1 . 5  7 5 7 9 7 . 2  
2 7  1 0 . 1 7 5 8  9 7 . 3  
30 3 0 . 4  7 6 1 9 7 . 7  
35  4 0 . 5  7 6 5  98 . 2  
40 5 0 . 6  7 7 0  98 . 8  
50 8 1 . 0  7 7 8  99 . 9  
85  1 0 .  1 7 7 9  1 00 . 0  
3 rd SH I FT D I F FE R ENT I AL 
0 7 35 94 . 4  7 3 5  94 . 4  
5 1 0 . 1 7 3 6  94 . 5  
10 7 0 . 9  7 4 3  9 5 � 4  
1 5  3 0 . 4  746 9 5 . 8  
20 5 0 . 6  7 5 1  96 . 4  
25  9 1 . 2  7 6 0  9 7 . 6  
28 1 0 . 1 7 6 1 · 9 7 . 7  
30 2 0 . 3  7 6 3  9 7 . 9  
35 1 0 . 1 764 98 . 1  
40 4 0 . 5  768 98 . 6  
50 8 1 . 0  7 76 99 . 6  
8 5  1 0 . 1 7 7 7  99 . 7  
99+ 2 0 . 3 7 7 9  1 00 . 0  
enefit survey------------� 
A P P E N D I X  B 
18 7 
CON FI DENTIAL 
General Oeacrtptlve Data 
EMPLOYEE FRI NGE BENEFIT SU RVEY 
OF SOUTH DAKOTA EMPLOYERS 
Name of Company: ---------------------- Phone N um ber:. ______ _ 
Street Address: ----------------------------------------------
City: _____________ Zip: ______ County:-------------
lnduatry Type: Circle one n u m ber below that beat corresponds to the principle type of business conducted at this 
address: 
1 Agriculture, Forestry & Fisheries Industries 
2 Min ing and Quarrying Industries 
3 Construction Industry 
• Manufacturing Industry 
5 Transportation, Communication, & Public Utilities Industries 
6 . Wholesale Trade Industry 
7 Retail Trade Industry 
8 Finance, Banking, Insurance, & Real Estate Industries 
9 Other Industries (not listed abovel St)eclfy: -----------------------------
Form of Business: circle one num ber below that beat corresponds to the form of business at th is  address: 
1 proprietorship 5 diYtalon 
2 partnMshtp e subaidlery 
3 franchise f c0f1)0ratton 
4 branch 8 other 
Year Opened: What year did this busi ness open? -------
0 Relocation: Check here if this busi ness opening was the result of a relocation from another state. 
Other South Dakota Locations: G ive t he n u m ber of physical locations i n  South Dakota, i n  addit ion to the above 
address, which are staffed and maintai ned by the organization which you are a part: (indicate no addi· 
t ionai locat ions with zero). 
0 Other Statea: Check here i f  your organization staffs and maintai n s  physical locations in other states. 
0 International: Check here i f  your organizat ion staffs and mai ntains physical locations outside the Uni ted 
States. 
Number and Type of Emptoyeea: On the l ine below the employee type, please indicate the n u mber o f  correspon­
d i ng employees employed at this address: 
ful l -t ime 
hourly: + 
full·tt,. 
salaried: + 
commissioned" 
sai"IMfSC)na: + 
part·ttme & 
temporaty: 
TOTAL 
EMPLOYEES: 
Supervision: What is the total number of executives, managers • .  and supervisors at this address? ------'--
Workforce Composition: Total number of women employees at this address: ____ _ 
0 Union: Check here if t h i s  address has a labor unio'!. 
Last Change In Benefit Plan: Check the box that corresponds to the year in which your benefit p lan was last 
changed (addi t ions, deletions,  etc.): 
· 
0 1 987; 0 1 986; 0 1 985; 0 1 984; 0 1 983; 0 1982; 0 1 98 1 ;  0 no c hang e  since 1 980. 
•Commissioned salespersons · employ"• whose prlmaty source of Income ate commtaalona. Include all others tn either hourly, salaried, or 
part·t lme, as appropriate. 
1 8 8  
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E M PLO Y E E  F R I N G E  B E N E F I TS - For t h e  rem ai nder of t h i s  s u rvey, please answer al l q u estio n s  as t h ey a p p l y  o n l y  
to y o u r  full·time h o u r l y  a n d  sal ari ed employees. 
PAID DAYS O F F  
· N um ber o f  • N umber o f  
Days for Days for Paid days off 
Hourly:  Sa l aried : per year for: Commen ts: 
hol idays? 
personal leave? 
bi rthday? 
sick days? 
bereavement? 
jury du ty? 
m i l i tary l eave? 
ot he r: 
' If the answer is none. Indicate by placing a zero (0) in the number of days columns. 
PAID VACATION·HOU ALY EM PLOYEES-C h eck t h e  boxes below that represent when t h e  n u m be r  of pai d vaca­
t ion days are earned, with respect to l ength of employment. For example, i f  employees bec o m e  e l i g i b l e  for 1 0 ' 
days an n ual vacation after t he y  have been with  t h e  company for 2 years, you would c h ec k  t h e  second box below 
t h e  2 yr. column. Then,  i f  t h ey become el ig ib le  for 1 5  days an n ual vacation after 5 years employment, you w o u l d  
check t h e  t h i rd b o x  i n  the 5 y r .  col u m n .  
under 6 to 1 1  to 16 to 21 to over 
days 1 yr. · 1 yr. 2 yr. 3 yr. 4 yr. 5 yr. 10 yr. 1 5  yr. 20 yr. 25 yr. 25 yr. 
5 
1 0  
1 5  ' 
20 
25 
over 
25 
PAI D VACATION-SALA RIED EMPLOYEES-Same instructions as above, except for salari ed. 
u nder 6 to 1 1  to 16  to 21 to over 
days 1 yr. 1 yr. 2 y r. 3 yr. 4 yr. 5 yr. 10 yr. 15 yr. 20 yr. 25 yr. 25 yr.  
5 
1 0  
1 5  
20 
25 
over 
25 
1 8 9  
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I N S U R A N C E - Please i n d i c ate w h i c h  benefi t s  are o ffered by your company by checki n g  t h e  boxes t hat apply .  
By type of em ployee: Insurance Pre m i u m -Company Pays:  
For Hourl y  F o r  Sal aried 
Hourl y: Salari ed: I n su ran c e  Benefi t :  Employees: Employees: 
Medical Insurance al l  part none• al l part none • 
0 0 Med ical I n surance Coverage? 0 0 0 0 0 0 
0 0 Heal t h  Mai ntenance Organization? 0 0 0 0 0 0 
Special Insurance 
0 0 Dental Coverage? 0 0 0 0 0 0 
0 0 Vision? (prescript ion g lasses) 0 0 0 0 0 0 
0 0 Psycho log ical therapy program? 0 0 0 0 0 0 
0 [j Alcohol/drug program? 0 0 0 0 0 0 
0 0 Prescri pt ion drug card? 0 0 0 0 0 0 
0 0 Elective abortion coverage? 0 0 0 0 0 0 -
Disability 
0 0 Short term d i sab i l i ty? 0 0 0 0 0 0 
0 0 Lon g  term d i sabi l i ty? 0 0 0 0 0 0 
Other Benefits 
0 0 Gro u p  term l i fe i nsurance? 0 0 0 0 0 0 
0 0 Group personal auto i n surance? 0 0 0 0 0 0 
Benefits for Employee Dependents 
0 0 Medical I nsurance Coverage? 0 0 0"  0 0 0 
0 0 Health Maintenance Organization? 0 p 0 0 0 0 
Benefits for Retired Employees 
0 0 Medical Insurance Coverage? 0 0 0 0 0 0 
0 0 Group Life Insurance? 0 0 0 0 0 · 0  
• none-denotes that plan i s  offered through company at group rates, but company does not ·contribute to premium payment. 
C.O M M ENTS: 
PLEASE TU R N  TO BAC K PAG E 
1 9 0  
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I N CENTIVE B E N E FITS-Please i n d i c ate w h i c h  benefits are offered by your com pany by chec k i ng the boxes t hat 
ap p l y .  
By t y p e  of employee: 
Hourly: Sal aried: Does your com pany offer its employees: 
CJ 0 
::: r 
,...., c I.... 
0 c 
CJ c 
0 c 
0 0 
c :J 
'-' � 
c [J 
f l e x i b l e  benefits p lan? 
profit  shar
.
ing plan? 
e m p loyee stock ownersh i p  p l an ?  
40 1 K  plan? 
pen s i on plan? 
l o w  o r  no i nterest l oans? 
vol untary deferred com pensation plan? 
ann ual bonuses? 
full col lege tu i t ion assi stance? 
part col l ege tu i t ion ass istance? 
AWARDS AND SPECIAL BONUSES.Ooes your com pany offer i ts  em ployees: 
C l ength of service g i ft or cash awards? 
C new e m ployee referral bon u ses? 
C suggestion cash award s? 
C attendance bonuses? 
PAY PRACTICES-Does your company pay for: 
C rest periods (breaks)? 
0 meal periods? 
0 l u nch money for Saturday and Su nday work? 
LJ severance pay? 
s h i ft di fferent ial s:  2nd s h i ft at $ ___ _,� hour 
3rd shift at $ · hour 
P ERSO N N EL PRACTICES-I nd icate what your company has by chec king the ap propriate boxes: 
0 emp loyee handbook t hat is distributed to a l l  e m ployees? 
0 written personnel pol ic ies and procedures man ual ? 
0 organizat ional c hart? 
0 w ritten job descript ions? 
How many d i fferent job t i t les does you r  com pany have at th is  address? ____ _ 
C O M M E NTS: 
Th•nk you for your cooperation.  By completing this survey, you are ent i t l ed to a copy of the resu l ts. 0 Check here 
i f  you wish a copy sent to you. 
I N QUIRI ES about this survey: Paul Krueger, c/o Jane Kono, Director 
Brookings Career Learn ing Center 
627 5th Avenue, Brooki ngs, S O  57006 
A P P E N D I X  C 
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CO N F I DENT I AL 
S U RVEY OF P RO FESS I ONALS ON BE NEFI TS 
I NTRODUCTI ON : Th i s  mi n i - s urvey i s  i n tended to a s s ess the va l ue of s pec i f i c  em p l oyee 
benefi ts from th e pers pec ti ves of h uman resou rces /personnel profess i on a l s .  I t  i s  a 
part of a l arger docto ra l  res ea rch p rojec t conduc ted by Paul  Krueger of South Da kota 
S ta te Un i vers i ty . The i de n t i ti es of a l l res ponden ts are con f i den t i a l . 
� SECTI ON ONE - EMPLOYEE B EN E F I TS - I NSTRUCT I ONS : Some benefi ts are mo re i mporta n t  tha n 
others i n  a ttracti ng a n d  re ta i n i ng qual i ty emp l oyees . Judg i ng from 
� ove ra l l ca ree r experi ence , on a sca l e  from 1 to 9 ra te each benefi t 
reTat1 ve to t�ers pre s en ted i n  terms of the i r  va l ue to the ben efi t 
package . P l ease c i rc l e  the number on th e s ca l e  to the r i g h t  of each 
benefi t whi ch comes c l os e s t to your as sessment. 
1 = Low = benefi t of l ow i mp ortance rel a ti ve to the o thers s h own here 
9 = Hi gh = benefi t of h i gh i mportance rel a t i ve to the others s hown here 
U = Uncerta i n  
BENE F IT - PA I D  DAY S OF F FOR : 
1 .  Ho l i day s 
Low <-- - - - - - - - - - - -- - - - - - - - - - - - - -- - - - - -) H i g h  
2 .  Personal Leave 
3. B i r thday 
4. S i c k  Days 
5 .  Bereavement 
6 .  Jury Du ty 
7 .  Mi l i ta ry Leave 
8. Vac a t i o n  
1 
1 
1 
1 
1 
1 
1 
1 
BENEF I T  - I NSURANCE - PREMIUM PA I D  BY COMPAN Y FOR :  
9 . Med i ca l  I n s u rance Coverage 
10. Hea l th Ma i n tenan ce Organ i za t i-on  
1 1 .  Den ta l Coverage 
1 2 .  V i s i on ( prescr i pt i on g l a s ses ) 
13 . Psyc hol og i ca l  Therapy P rogram 
1 4 .  Al coh o l / Drug Program 
1 5 .  Presc r i pti on Drug ca rd 
16 . El ect i �e Abo�ti on Coverage 
1 
1 
1 
1 
1 
1 
1 
1 
2 - 3 
2 3 
2 3 
2 3 
2 3 
2 3 
2 3 
2 3 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
6 7 
6 7 
6 7 
6 7 
6 7 
6 7 
6 7 
6 . 7 
6 
6 
6 
6 
6 
6 
6 
6 
7 
7 
7 
7 
7 
7 
7 
7 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
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B EN E F I T  - I NS U RAN C E  - P REMIUM PAI D B Y  COMPANY FOR : 
Low (- - - - - - - - - - - - - - - - - - - - - - - - - - - -- - - - -� H i g h 
1 7 .  Short Term Di s a b i l i ty 1 2 3 4 5 6 7 8 9 u 
1 8 .  Long Term Di sab i l i ty 
1 9 . Group Term L i fe I ns urance 
20 . Group Person a l  Au to I nsurance 
2 1 . Dependen t Med i ca l  I nsurance 
22 .  Dependent H . M . O. 
2 3 .  Reti red Emp l oyee Med i ca l  
24 . .Reti red Empl oyee Group L i fe 
B E N E F I T  - I N CENT I VES : 
2 5 . Fl ex i bl e  Benef i ts Pl an 
26 . Profi t Sha r i ng Pl a n  
27 . Empl oy.ee S tock Owners h i p  Pl a n  
28 . 40 1 K P l an 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2 9 . Pen s i on P l a n  1 
30.  Low or No I n teres t Loa n s  1 
3 1 . Vo l u n tary Deferred Compen s a t i on 1 
32 . Annua 1 Bonuses 1 
3 3 . Fu l l  Co l l ege Tu i ti on As s i s ta nce 1 
34 .  Part Co l l ege Tu i t i o n Ass i s ta nce 1 
3 5 . Length of Serv i ce G i ft or Ca s h  Awards 1 
3 6 . New Empl oyee Referra l Bonus es 1 
37 . Sugges t i on Cash Awards 1 
38 . Attendance Bonuses 1 
39 . Lunch Money for Weekend Work 1 
40 . Severance Pay 1 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5- 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
5 6 7 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
8 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
u 
9 u 
9 u 
9 u 
9 u 
9 . u 
9 u 
9 u 
9 u 
9 u 
9 .u 
9 u 
9 . u 
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� S EC T I ON TWO - GEN ERAL - I NSTRUCT I ONS : Un l i ke the above , p l ease a nswer the bel ow q u es t i o n s  
on ly i n  terms o f  your c u rren t  emp l oyer , 
4 1 .  I NDUSTRY TY PE : Ci rc l e  one n umber b e l ow tha t bes t corresponds to the pri nc i p l e  type o f  
bus i ness-conduc ted a t  th i s addres s :  
1 - Ag ri cu l tu re , Fores try & Fi sheri es I ndus tri es 
2 - Mi n i ng and Quarry i ng Industri es 
3 - Cons tru cti on Indus try 
4 - Man ufacturi ng I ndus try 
5 - Transporta ti on , Commu n i ca t i on , & Pub l i c  Uti l i ti es I ndus tri es 
6 - Who l es a l e  Trade Indu stry 
7 - Reta i l Trade I ndus try 8 - Fi nance , Ban k i ng ,  I ns u rance , & Rea l  Es ta te I ndustr i es 
9 - Other I ndustri es ( not l i s ted above ) -Spec i f,y :  ________ _ 
42 . FORM OF B US I NES S : Ci rc l e  one n umber bel ow that best corres ponds to the form of b u s i nes s 
a t  th i s  addre s s : 
--
1 propri e tors h i p  
2 - pa rtners hi p 
3 franch i s e  
4 branch 
5 - d i v i s i on 
6 - subs i d i ary 
7 - corporati on 8 - o ther : __________ _ 
4 3 .  LOCAL S I ZE :  The tot a l  n umber of emp l oyees on payro l l at th i s  address i s : ___ _ 
-
44 . SUPERV I S I ON :  Wha t  i s  the tota l n umber of executi ves , managers , and s u perv i sors a t  
th i s  addres s :  __ _ 
45 . UN ION : [] Chec k here i f  th i s  add re s s  has a l abor un i on .  
� SECTI ON THREE - PERS ONAL - I NSTRUCT I ONS : Pl ease answer these ques t i o n s  a bo u t  you rs e l f .  
45 . EXPER I ENCE : You r tota l years of ex per i ence i n  h u ma n  res ou rces / personnel  i s :  ____  
46 . T I TLE : Your curren t ti t l e  i s  ( chec k one ) : 0 Vi ce Pres i den t [] Su perv i sor 
[] Other-spec i fy :  D Di rec tor 
[] Man ager 
47 . CU R RENT JOB : How ma ny years have you worked for your prese n t  empl oyer : ___ _ 
48 . SE X ( chec k  o ne ) : 0 Ma l e ;  0 Fema l e 
49 . AGE ( chec k one ) : 818 to 29 years o l d 
30 to 39 years o l d  8 40 t o  4 9  years o l d  
5 0  t o  5 9  years o l d  
0 60 years or o l der 
THANK Y OU for pa rti c i pa t i ng in th i s  s u rv ey .  
The aggregate res u l ts w i l l  b e  made avai l ab 1 e  
to you u pon reques t .  
50 . SPACE FOR ANY COMMENTS : 
-
Pau l  Krueger 
Soc i o l ogy Departmen t 
Sou th Da ko ta S tate Un i vers i ty 
Box 504 , Scobey Off i c e  206 
Broo k i ng s , SO 57007 
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APPENDI X D 
Index of Organ i z at ional Bene fits ( IndexOB ) by County , 
Including Measures of Centra l Tendency 
Mean Standard Min imum Max imum 
County N Index Deviation Va lue Va lue 
Aurora 1 5 9 . 8  5 9 . 8  5 9 . 8  
Beadle 3 0  5 3 . 7  3 1 . 5  0 . 0  1 1 8 . 4  
Bennett 1 5 9 . 8  5 9 . 8  5 9 . 8  
Bon Homme 2 8 4 . 5  12 . 0  7 5 . 9  9 3 . 0  
Brookings 4 0  5 5 . 1  2 9 . 6  1 . 2  1 4 1 . 8  
Brown 5 3  58 . 9  3 1 . 3 o . o  1 3 7 . 5  
Brul·e 6 3 8 . 8  4 0 . 5  0 . 0  1 0 9 . 2  
Buf falo 0 
Butte 3 3 9 . 4  4 4 . 3  0 . 0 8 7 . 4  
Campbe ll  2 3 2 . 7  4 6 . 2  0 . 0  6 5 . 4  
Charles Mix 7 3 3 . 6  2 1 . 0  4 . 7  6 9 . 7  
Clark 2 5 6 . 7  8 0 . 1  0 . 0 1 1 3 . 3  
Clay 7 4 6 . 1  1 9 . 6  16 . 3  7 4 . 0  
Codington 3 9  5 6 . 2  2 6 . 0  0 . 0 1 0 3 . 9  
Corson 0 
Custer 8 5 1 . 6  3 5 . 7  0 . 0 9 1 . 0  
Davison 3 2  6 6 . 3  2 3 . 8  2 0 . 4  1 2 3 . 2  
Day 5 4 1 . 5  1 9 . 4  1 0 . 6  5 8 . 8  
Deuel 5 6 2 . 7  4 0 . 0  0 . 0 9 9 . 5  
Dewey 4 5 7 . 2  1 1 . 3 4 6 . 4  7 1 . 3  
Douglas 2 3 6  . ·3 1 1 . 9  2 7 . 8  4 4 . 8  
Edmunds 3 7 3 . 5  1 9 . 0  58 . 8  9 5 . 1  
Fal l  River 7 3 4 . 3  3 6 . 0 0 . 0  1 0 3 . 2  
Faulk 2 7 3 . 3  0 . 7  7 2  .. 7 7 3 . 7  
Grant 1 5  6 1 . 9  3 8 . 8  0 . 0 1 3 1 . 0  
Gregory 3 5 7 . 9  1 9 . 7  3 5 . 4  7 2 . 6  
Haakon 4 5 0 . 5  2 4 . 0  2 6 . 7  7 8 . 5  
Haml in 1 5 3 . 2  5 3 . 2  5 3 . 2-
Hand 2 7 5 . 2  9 . 7  68 . 3  8 2 . 0  
Hanson 1 7 7 . 2  7 7 . 2  7 7 . 2  
Harding 1 7 0 . 3  7 0 . 3  7 0 . 3  
Hughes 2 2  5 1 . 6  2 3 . 6  5 . 7  1 0 1 . 3  
Hutchinson 9 4 3 . 1  3 1 . 9  0 . 0  8 2 . 7  
Hyde 3 5 4 . 0  5 3 . 5  2 3 . 0  1 1 5 . 8  
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APPENDIX D ( Continued) 
Index of Organi z at ional Benefits ( IndexOB) by County , 
Including Measures o f  Central Tendency 
Mean Standard Minimum Maximum 
County N I ndex Deviation Value Value 
Jackson 2 1 9 . 5  5 . 2  1 5 . 7  2 3 . 2  
Jerauld 5 3 9 . 6  2 4 . 2  12 . 9  7 7 . 1  
Jones 1 9 3 . 8  9 3 . 8  9 3 . 8  
Kingsbury 4 6 2 . 2  2 6 . 4  2 3 . 1  8 2 . 2  
Lake 1 3  68 . 5  2 2 . 5  24 . 6  1 0 1 . 7  
Lawrence 1 4  5 0 . 5  2 7 . 7  4 . 3  9 2 . 2  
Lincoln 1 6  4 7 . 3  2 7 . 0  4 . 7  9 4 . 2  
Lyman 2 5 4 . 3  1 0 . 4  4 6 . 8  6 1 . 7  
McCook 4 5 1 . 4  3 0 . 8  13 . 2  8 4 . 5  
McPherson 1 3 6 . 7  3 6 . 7  3 6 . 7  
Marshal l  4 5 5 . 3  4 4 . 0  9 . 5  1 14 . 1  
Meade 8 4 7 . 9  2 9 . 3  0 . 0  9 1 . 5 
Mel lette 1 2 7 . 8  2 7 . 8  2 7 . 8  
Miner 3 2 9 . 0  3 0 . 4  0 . 0  6 0 . 7  
Minnehaha 1 8 3  6 7 . 5  2 9 . 7  0 . 0  1 8 7 . 7  
Moody 8 5 6 . 2  3 1 . 8  o . o  9 2 . 5  
Pennington 9 7  5 6 . 7  3 1 . 5  0 . 0  1 5 6 . 9  
Perkins 5 4 6 . 0  2 8 . 0  14 . 9  8 4 . 4  
Potter 4 5 5 . 3  12 . 5  4 1 . 0  7 1 . 7  
Roberts 1 0  5 7 . 8  2 5 . 6  17 . 1  7 9 . 4  
S anborn 0 
Shannon 1 5 1 . 9  5 1 . 9  5 1 . 9  
Spink 1 5 2 . 2  5 2 . 2  5 2 . 2  
Stanley 1 4 4 . 5  4 4 . 5  4 4 . 5  
Sul ly 1 0 . 9  0 . 9  0 . 9  
Todd 2 3 4 . 7  3 6 . 3  9 . 0  6 0 . 4  
Tripp 5 6 0 . 2  12 . 3  4 6 . 6  .7 8 . 3  
Turner 1 6 3 . 8  6 3 . 8  6 3 . 8. 
Union 1 0  5 5 . 2  2 6 . 4  0 . 0  9 0 . 7  
Walworth 1 1  4 6 . 6  3 0 . 3  0 . 9  8 4 . 6  
Yankton 2 2  6 4 . 4  2 8 . 5  1 6 . 0  1 2 9 . 3  
Z iebach 2 7 6 . 0  2 0 . 8  6 1 . 2  9 0 . 8  
